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ABSTRACT
This is a report on the first year's operation of a

major job-readiness and job placement program in an "urban fringe"
area near the San Francisco Bay. It includes contractor's categories
and full information on types and numbers of placements. Also
included are narratives of successful programatic breakthroughs and
descriptions of areas which have caused, or continue to cause,
program difficulties. There were some anticipated successes--trainees
jumped between two and seven grades in educational attailment within
10 weeks--and some unanticipated failures. There were also some
tentative research conclusions which may influence national manpower
policy, or stimulate a heated controversy. The so-called
"untrainable" and "uneducable" men and women coming into the program
to prepare for a jot, were advanced so quickly, that new work and
educational options opened to them: a high school diploma and college
entrance. Despite first year failures, over 66 percent of the
graduates were permanently placed in private-industry jobs, an
increasing number of trainees began to obtain their high school
diplomas, and an equal nunber went on to college and stayed there.
(Author)
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under a contract with the Manpower Administration,
U.S. Department of Labor, under the authority of the
Manpower Development and Training Act.
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their own judgment freely. Therefore, points of view
or opinions stated in this document do not
necessarily represent the official position or policy of
the Department of Labor.
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THE REPORT IN BRIEFINIma

" This is a report on the first year's operation o.
its*" major job-readiness and job placement program in

"urban fri-Ige" area near the San Francisco Bay.
includes contractor's categories (e.g., outreac
recruitment, training, job development, placeme,
follow-up} and lulI information on types a,
numbers of placements.

Also included are narratives of success)
programmatic breakthroughs and descriptions
areas which have caused, or continue to cau
program difficulties.

There were some anticipated successes trainc
jumped between two and seven grades in education
attainment within ten weeks and son
unanticipated failures.

There were also some tentative researi
conclusions which may influence national manpow
policy, or stimulate a heated controversy. Tr

j, so called "untrainable" and "uneducable" men ar
women coming into the program to prepare for a jc
were advanced so quickly, that new work a,
educational options opened to them: a high schr
diploma and college entrv,ce. Instead of being sloth
into one manpower career ladder without advan
conceptual preparation, they could now intelligeni
and carefully choose between a range
opportunities, thus enhancing their chances for
successful and satisfying career.

.s Despite first year failures, over 66 percent of ti
graduates were permanently placed
private-industry jobs and an increasing number
trainees began to obtain their high school diplom
and an equal number went on to college and stav
there.
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Hardly a week passes without some private or public
official calling for the "involvement of the private
sector in the solution of public problems."

A business executive's desk is now covered with mail
from the Chamber of Commerce, the. American
Management Association, the National Industrial
Conference Board, the Urban Coalition, and a host of
other private and public organizations They all have
the same message: a plea for the executive to apply
the talent that built America to the solution of urban
problems.

The bus: .essman is invited to come to conferences,
Participote in sensitivity training, join manpower
consortiums, and give his money. For many
executives the prcblem is now one of selecting among
priorities.

It is the contention of this contractor, based on the
comparative experience of this demonstration
project, that in the field of manpower the talent of
industry remains largely untapped. This is particularly
true in the smaller urban centers where the pressures
created by the conflict of rising ambitions and
stagnant systems is not so apparent or so clearly
defined.

There is also evidence that some manpower programs
in which government and industry are now
concentrating could return America to a "company
town" concept where an employee is locked into a
particular job at a particular location.

These programs could also limit or stifle the ability to
succeed of the American who has dropped out of
school and enters into the syndrome of
unemployment, poverty and welfare. Instead of
opening new vistas to him, some of the manpower

INTRODUCTION:oms
THE "WHY" OF ANOTHER MANPOWER DEMONSTRATION

programs could actually close avenues of
oppor tun ity.

In the thrust for "immediate" employment, in the
race for "numbers," in the search for "instant"
success, America may be paving the way for the
ghetto generation to reach ora.r as high as the level of
the bypassed, frustrated, angry, hard-working
lower-income white generation which now vigorously
resists and resents change because it has been left
behind. While the current manpower programs may
be designed to reduce the tensions of contemporary
America, it is the contention of this contractor, based
on the comparative experience and data of this
demonstration, that some of the methodology now
being used is only delaying the confrontation and, in
so doing, intensifying the potential conflict.

There is a bitter irony i-. this dilemma. At this
junction in history, industrial managers, who have
often stood in the doorway of progress (forclog the
ghetto American to come around to kick in the back
door) are ready to respond. At the same time, the
ghetto American believes that the genius of American
industry can hetp solve his problems The two sides of
the equation are ready for matching.What remains to
be done is to find the coupling.

Exploring one repticable -coupling" for involving the
talent of industry in the solution of manpower
problems was a goal of the project in the
Pittsburg-Antioch area of northern California. After
an initial year of experience, a model is merging
which challenges some of the basic trends in current
manpower planning.

This emerging model has several basic components
it stresses prevocational experience as a job
pre-requisite it encourages ther study to enter the
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INTRODUCTION:mmirmi
THE "WHY" OF ANOTHER MANPOWER DEMONSTRATION

programs could actually close avenues of
opportunity.

In the thrust for "immediate" employment, in the
race for "numbers," in the search for "instant"
success, America may be paving the way for the
ghetto generation to reach only as high as the level of
the bypassed, frustrated, angry, hard-working
rowerincome white generation which now vigorously
resists and resents change because it has been left
behind. While the current manpower programs may
be designed to reduce the tensions of contemporary
America, it is the contention of this contractor, based
on the comparative experience and data of this
demonstration, that some of the methodology now
being used is only delaying the confrontation and, in
r,o doing, intensifying the potential conflict.

There is a bitter irony in this dilemma. At this
;unction in history, industrial managers, who have
often stood in the doorway of progress {forcing the
ghetto American to come around to kick in the back
door) are ready to respond. At the same time, the
ghetto American believes that the genius of American
ndustry can help solve his problems. The two sides of
the equation are ready for matching.What remains to
be done is to find the coupling.

Exploring one repricable "coupling" for involving the
talent of industry in the solution of manpower
problems was a goal of the project in the
PittsburgAntioch area of norther', California. Alter
an initial year of experience, a model is emerging
..vhich challenges some of the basic trends in current
177aliputirr planning.

this emerging model has several basic components
it stresses pre voutional experience as a job
prerequisite; it encourages further study to enter the

job market at other levels; it features almost total
control by a private company utilizing the concept of
"contract management;" it seeks to involve an
isolcted community in manpower problems; and it
attempts to change basic attitudes toward so-called
unemployables and uneducables.

Some goals of the model have changed. There was
always a desire to stress the prevocational aspects of
the program, to provide industry with a man or
woman who could be prepared at government
expense and skill-trained at industry's expense.With
the rapid development of the program of the National
Alliance of Businessmen, it became apparent that the
demonstration was off the beaten track" of
developing manpower policy and an analyss of this
contrast led to some of the most significant
hypotheses of this project.

What follows while bluntly worded should not
be considered as a blanket criticism of existing
manpower programs. Some are enormously
successful; others meet complex demands in a

perplexing number of sites. The N.A.B., for example,
has pioneered ar. eyciting new partnership between
government and industry.

The continued deterioration of the public school
system has thrown new demands on public and
private manpower programs. This project, and others,
were designed to find some of the answers to these
changing conditions.

This project will only be successful if existing
manpower programs see the relevance of its findings
to their operations and if they are convinced by the
data and the demonstration to alter their techniques.

One early hypothesis opens the door to philosophical
and jurisdictional questions on the nature of
manpower development for the last third of this



century. Is it sufficient, for example, to train a rran
for a job which may be eliminated by technological
change, without giving him the educational
background to move elsewhere? Is it "honest" to
train ghetto America only for the lower runes o'
industrial opportunity, or should the concert of
manpower training extend as far as a man's aaility
can reach? Are the goals of manpower training only
an immediate job with advancement potential, or
must a broader definition of manpower training also
be developed?

This contractor believes that recent trends in

manpower planning have overlooked these questions
and zeroed in on the immediate solution to difficult
problems without simultaneously anticipating long
range complications. It is possible that a model may
emerge from this demonstration which could
combine both the short range N.A.B. goals and also
anticipate long range needs.

The conclusion of the second year's program, with
the tighter goals established from this first year's
successes and failures, may help to answer some of
the more complex questions raised during the initial
year.

CONTRACT MANAGEIVENT

One of the most widely hailed but seldom used
methods of streamlining and modernizing government
is the concept of "contract management"

Theoretically, the governing political authority
substitutes contract management" for the
traditional methods of utilizing a government agency
to implement its decisions and administrative policies.

the outside contractor then either substitutes for the
government agency, parallels its function, or operates
as a competitor.

Pie-,iderit Richard Nixon and other. have advocated
contract n anagemert as a procedure for determinimi
if the private sector could provide services more
effectively. efficiently and econom.eally than the
existing methods of delivering governmental services

Uncer the theory, the contract manager reports
directly to the governing authority and implements
its decisions. In practice, however, where this has
been attempted, there is frequently a government
agency interfaced between the contract manager and
the governing authority, a procedure which
sometimes exposes the worst aspects of both systems.
On one hand, the traditional delivery agent is

"threatened" by the comparison. On the other,
industry must devise methods to protect itself in a
system where its management does not make all the
decisions. The "cost plus" contract is one of the
restrictive and protective industrial procedures.

Irti terms of contract management, the
Pittsburg -Antioch demonstration was unieue. While
it functioned thortrgh a government agency, and was
not directly responsive to the political governing
body, the conditions of the contract were such that
an almost "pure'' simulated dernonshation became
possible.'

Federal regulations and administrative stipulation-
were necessary, and white payments to the trainees
came through the Employment Service, no agency
interposed itself in the internal management of tht.
program.

If a fedeal appropriation had come direct!), to a
quasi-publ,c corporation as a conduit io a private
ur der ta king, this could constitute a True test of
contract manager* nt. Ar other example is a city
which contracts fcr delivery or its trankpcirtarion
services,
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President Richard Nixon and others have advocc,ed
contract management as a procedure for determining
if the private sector could provide services more
effectively, efficiently and economically than the
existing methods of delivering governmental services.

Under the theory, the contract manager reports
directly to the governing authority and implements
its decisions. In practice, however, where this has
been attempted, there is frequently a government
agency interfaced between the contract manager and
the governing authority, a procedure which
sometimes exposes the worst aspects of both systems.
On one hand, the traditional delivery agent is

"threatened" by the comparison. On the other,
industry must devise metheds to protect itself in a
system where its management does not make all the
decisions. The "cost plus" contract is one of the
restrictive and Rratective industrial procedures.

Ir terms of contract management, the
PittsJurg -Aritiocn demonstration was unique. Mile
it functioned sht),Dgh a government agency, and was
not directly responsive to the political governing
body, the conditions of the contract were such that
an almost "pure" simulated demonstration became
possible.

Federal regulations and administrative stipulations
were necessary, and while payments to the trainees
came through the Employment Service, no agency
interposed itself in the internal management or the
progi am.

'It a federal appropriation had come directly to ;

quasrpublIc corporat.on as a conduit to a priva'.!
undertaking, this could constitute a true test of
contract Management. Another example is a cty
which contracts for clPtIvery of its transportation
sE rylces.

There was always "advice," "comment," and
"observation," but at no point did these interfere
with the operation of the program. Vtire are convinced
that the results show the effects of this sensitive
concern for the manapement practices of industry.

There is &so a tendency to compare this program
with the Concentrated Employment Program which
was designed to house under one organizational roof
all the manpower functions in a geographic area.

In the traditional CEP program the responsibilities are
actually divided among a number of agencies. For
example, ES will handle placement and job
development; the local public school will teach basic
education; the Chamber of Commerce will conduct
sensitivity sessions, etc. In some locations, some
functions are contracted to private industry, hid
never the emir(' program.*

In the ?ittsburgAntioch demonstration, the full
rop,nsibililr is fixed in one priwite authority, the
United States R&D Corporation. It recruits. Pains,
places people on the job, offers them social supports,
works with industry and the community, and, in
general, establishes the integrity of a process and
makes it acceptable to business and industry.

The "price" for this freedom of management is the
unique method of paying only for success, a

graduated scale of payments geared to the number of
graduates and how long they remain on the job.

One question designed to be ansviered by this
demonstration was whether industries skeptical ,bout

We suggest the 2 xper leoce of this deroon:trat On
rnight lead to 0,scus6on of a CEP Pr co, am oPcraled
entirety by private industry ern!, a cost I fcctiveress
analysis designed to evaluate results in comp3ialive
Potations.

1 0



government programs would work more closely and
effectively with one of their own."

The first year results, despite the initial problems,
indicate that industry will change its attitudes if the
results of the IMC meet their requirements. When this
standard is rnet, other doors open more readily,

THE PROGRAM

One of the troublesome aspects of the national
manpower thrust for private sector involvement is the
temptation to invest in "plant" and not "people."

An investment in plant basically enhances the ability
of an industry to produce its product; an investment
in people, by contrast, would educai-3nally and
vocationally upgrade a person to exercise a larger
number of options. The two "investments" are not
mutually exclusive. It is one goal of this report to
demonstrate that the both goals can be met without
disadvantage to either party. It is not suggested that
this new method replace existing programs, but that
this alternative also be available within existing
manpower operations.

For ex ,mple, under the N.A.8. arid other similar
programs designed to involve private industry in
solutions of public programs, industry is subsidized to
provide a specific person with a specific job and a
specific plan for upgrading. The person is tailored
Perfectly to the narrow needs of a particular
company. The worker's security is almost entirely
dependent upon the success of his employer or the
continued need for his company's technology. In one
sense it is a sophisticated version of the "company
town" which historically, created problems for both
labor and industry.

In many of the new programs, the pre vocational

11

aspects of generalized learning and attitudinal training
are downgraded. The goal is to make a man
immediately productive. In some programs thi.; means
he must be at his "bench" from the first day of
employment.

This contractor is convinced that this view of the
manpower problem is a throwback to the era when a
man could "make it on his own It does not take
into proper account the complications of generations
of poverty, nor the last decade's history of bitterness,
frustration, disappointment and failure. Nor does it
comperi.i- for the rapid technological changes which
are g business and industry and which
dem,. err underpinning of a solid basic education.

In one sense, it does not distinguish between the
white American once temporarily locked into poverty
by the depression, and the black and other minority
group Americans historically condemned to poverty
by a chain of circumstances. The consequences of
poverty, counteracted by relevant New Deal policies,
are not the manifestations of poverty in today's
exploding ghettos.

It is the contention of this contractor, that some of
the trends in manpower policy for the disadvantaged
are not long range solutions, but are needed and
necessary responses to short term necessities. We fear
the philosophical differences between the two have
not been drawn, at least insofar as the involvement of
the private sector is concerned.

In one aspect, some programs can fui.rcr the
aspirations of those who are now caught in the
sandtraps of a public educational system which has
not adjusted rapidly enough to meet tither the
manpower needs of industry, or the
educational/vocational needs of the changing
American.
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aspects of generalized learning and attitudinal training
are downgraded. The goal is to make a man
immediately productive. In some programs this means
he muse be at his "bench" from the first day of
employment.

This contractor is convinced that this view of the
mar-rower problem is a throwback to the era when a
mart could "make it on his own." It does not take
into proper account the complications of generations
of poverty, nor the last decade's history of bitterness,
frustration, disappointment and failure. Nor does it
compensate for the rapid technological changes which
are reshaping business and industry and which
demand an underpinning of a solid basic education.

In one sense, it does not distinguish between the
white American once temporarily locked into poverty
by the depression, and the black and other minority
group Americans historically condemned to poverty
by a chain of circumstances. The consequences of
poverty, counteracted by relevant New Deal policies,
are not the manifestations of poverty in today's
exploding ghettos.

It is the contention of this rontractor, that some of
the trends in manpower policy for the disadvantaged
are not long range solutions, but ere needed and
necessary responses to short term necessities. We fear
the philosophical differences between the two have
not been drawn, at least insofar as the involvement of
the private sector is concerned.

In one aspect, some programs ctn 1,,er the
aspirations of those who are now caught in the
sandtraps of a public educational system which has
not adjusted rapidly enough to meet either the
manpower needs of industry, o. the
educational/vocational needs of the changing
American,

There would be no need for federally funded
compensatory pre-vocational programs if the public
school system was flexible enough to meet the new
demands which minority Americans are making of
the system. The public school is now being dAed
upon to compensate for the compounded
consequences of the syndrome of poverty. It is failing
to meet the challenge, necessitating massive
governmental efforts to stabilize the situation. The
Pittsburg-Antioch demonstration is designed to prove
that new methods and models are available to solve
both problems similtaneously.

The "captains of industry" were once able to use
their brawn and their talent to work their way te. the
top. Industry provided an alternative stepladder to
success for the drop out.

The needs and attitudes of industry were such that a
drop out could negotiate the system.

Today that concept is no longer true. In technological
America, an eighth grade education and a successful
pre-tocafional experience are cfcniimufecl as "openers"
for ever, the most enlightened corporations. The
National Association of Manufacturers and the
National Industrial Conference Board have both
reported that industry will provide meaningful skill
training only to those who have reached this plateau.
Today's disadvantaged American is not going to
negotiate the system without at least that
preparation.

It is also true that men who have not reached that
plateau are not likely to t prepared to contina, their
education and training through other compensatory
programs,

The person "tailored" by some manpower progra.ns
faces several prcbtems: a ferry' In which often means

1 ri



the last hired is the first fired; technological charge;
or relocation.

If this happens, he is again unemployed and on the
job market. He does have one new advantage: a
successful work experience. But many personnel
managers may tend to discredit this experience
because it was conducted under terms of a

government contract which specified that a

corporation only received its subsidy based on days
of employment.

In some instances, of cou, se, his on-the-job training
might be useful elsewhere, but it is Quite possible that
his training may have both industrial and geographic
limitations. Even if he does stay on the job, he will be
locked into the lower echelons of success by his lack
of proper pre-vocational training.

This demonstration may provide an alternative route
to invest federal funds "in the person" re:ier than
the "plant."

?re-vocational exnerience should be extensive enough
to open up a variety of options, in tr.r ms of both the
immediate job, or the postponed job while added
training or cducation is `ought. The employee then
has a range r,t ootions and the inherent,
"carry around" ability to adjust to technological
change. If his pre-vocational experience is properly
designed he may achieve his high school ectu "valency
diploma or go on to college before entering the job
market, Pr he may co.nbira the two ambitions. He
may also choose behi.Cerl v,rious manpower programs
operated by industry. Fifteen IMC graduates have
e`..,tained their high school diplomas and thirteen have
gone on to ccllege, Others have changed jobs without
being required to start anothe basic training
schedule.
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It is the contention of this corporation that a;
generations of Americans may have its I

limited by some of the evolving manpower
which focus investment in the plant and 4;

person. It assigns to the bypassed, disadvi
American a narrow range of sptio.ls not cc
with the changing needs of industry. It has
them off to the sidelines; it has written c
chances to negotiate the system,

No one questions the need to place unpn
workers on jobs. The question wh:
demonstration asks is thig: can you place
specific jobs, and still not limit their options

The pre-vocational period of ten compacte
stressed Hamel Resources Development (th.
up of the human being to the world around
the gaining of the self- confidence to fctce it
basic education to enable him to not only qu
entry level employment, and advancement
bring enough skills to the job to be able to 4,
the system to the limit of 4, desire and ab

In short, this demonstration tested investrm
person, not the plant_

The educational and employment record
entering the IMC program is equal to or %rein
persons entering the N.A.B. program, pq,
eady made scale of evaluation and comp
4 Ju Id be asked: How many men got a r
many held it? How many moved upwar
many moved on to a new track and delayed
employment to complete their education?1'
the first year Pittsburg Antioch answer
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It is the contention of this corporation that an entire
generations of Americans may have its options
limited by some of the evolving manpower policies
which focus investment in the 1.1:nt and rot the
person. It assigns to the bypassed, disadvantaged
American a narrow range of options not consistent
with the changing needs of industry. It has shunted
them off to the sidelines; it has written off ti-ieir
chances to negotiate the system.

No one questions the need to place unproductive
workers on jobs. 1 he question which this
demonstration asks is thig can you place men on
specific jobs, and still not limit their options?

The pre vocational period of ten compacted weeks
stressed Human Resources Development (the opening
up of the human being to the world around him and
the gaining of the self-confidence to face iti; and, a
basis: education to enable him to not only qualify for
entry leve: employment, and advancement, but to
bring enough skills to the job to be able to negotiate
the systei-e to the limits of his desire and ability.

In short, thii, demonstration tested investment in the
per son, not the plant.

The educational and employment record of those
entering the !MC program is equal to or below that of
persons entering the N.A.B. program, providing a
ready made sae of evaluation and comparisoei It
could be asked: How many men oot a job? How
many held it? How many moved upward,: How
many moved on to a new track and delayed full time
employment to complete their education? We believe
the first year Pittsburg Antioch answer to these

questions are impressive. They also helped to narrow
the focus of the second year's efforts.

INDUSTRIAL INVOLVEMENT

In some urbanized areas of America, industry is

already sensitized to the problems of the
disadvantaged American and the environmental
conditions exist for relatively easy access. This is not
true for the smaller urban areas. That was one reason
the PittsburgAntioch area was selected for a

demonstration program. There are few communities
more removed from the mainstream of the problems
of America than the marginally safe, secure, white,
homeowners of Antioch, who easily perceive
themselves threatened by the nearby potentially
explosive black and Mexican ghettos.

Of critical importance to the Cepartmert of Labor
was whether a pi :vete zorp_iration.could reach the,
more successfully than a governmental agency whLis
was. correctly or incorrectly, regarded often
suspicion or outright hostility.

At the outset, as reported elsewhere in this report,
local attitudes were not altered merely by the fact
that a private concern would manage a government
contract, This allowed for a pause, a waitianctsee
attitude, rather than an open-arms greeting. There
was no doubt that the industrial community believed
that government restrictions would apply to all those
who used government money. That we could, in the
first year, begin to reduce those fears, is listed as one
of the achievements of the program. The next step, is
to translate that interest into support and an
industrial willingness to continue the program under
their leadership. The test, in the second year, will be
to turn interest into con imitment.

14
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One of the first lessons which the contractor learned
was that it would be impossible meaningfully to
involve the industrial community unless the
established authorities sup,aort the program.

It was also clear that tha industrialists were not
interested in a patchwork approach to the problem. If
the schools produced the dropouts, the schools
should be changed, If the need of industry was for a
college-trained man, the disadvantaged should be
prepared for college. They were concerned that a
total solution be prepared rather than s temporary
"finger in the dike" approach.

This placed severe hardships on the project managers
since the original assessment had not contemplated
more than the narrow manpower solution in which
the IMC and industry would be partners,

REINVENTING THE WHEEL

There is a tenclxncy in demonstration programs to
reinvent the wheel. In this project, however, the
successes of other demonstrations were brought to
tire corporation's attention and served as either
building blocks or comparative models.

There was ''outreach," "counselling," "test
preparation" and "programmed learning." There were
uncertificated teachers and paraprofessionals. There
was an "in-service" training program. There was
"management training" for industrial leaders and
supervisors.

Some of the techniques and materials used 'lad been
developed by the contractor. United States R &O
Corporation had its own programmed learning
materials (The "Learn Sysiemi perfected by its own
human resources development methods; established
by its own management training courses, created its

1J

own methods of reaching skeptic&
formulated a job development progr

Bchind all this was the careful
resources and business flexibility al .
new situations,

The approach was a total one,
responsibility in United States Eli'



own methods of reaching skeptical minority groups;
formulated a job development program.

Behind all this was the careful management of
resources and business flexibility able to respond to
new situations.

I he approach was a total one, with pinpointed
responsibility in thated States 11,..,4 0 Corporation.

Failure could be assessed and success evaluated.

If the trends of the first year are realized in the
second year, the demonstration could provide a
model for modern "contract management," an

alternative CEP program, a broadening of the N.A.B.
concept, and an argument for human investment.

In reading tnis r.omprehensve report, these are the
barometers to be watched.
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In Antioch last Thursday afternoon, I sat with
Norris Pape at a small conference table in what was
once a motet bedroom. There I witnessed what might
be the most eifectie and significant education going
on in Contra Costa County or anyplace.

The class of ten men and women blacks, whites,
and browns had been recruited from the streets,
barrooms, and poo'hallsofthePittsburg-Antiocharea.
They are the hardcore unemployables, the hustlers,
pimps, winos, school dropouts, chronic welfare
recipients, what have you. They were in the third
week of a 10-week training period designed to help
them get jobs in industry (some will decide to "go
back to school").

They are taught no vocational skills. They get
three hours of Basic Education (the three Rs) every
morning, all of it pr-grarnmed material on tapes.
They teach themselves and each other at their own
pace, with a "trainer" present to help if needed. They
spend three afternoon hours in a Human Resources
Development session led by a trainer employing the
techniques of Encounter. After 10 weeks more than
75% will get jobs in local industry, if past recoris
hold.

This "school'' is succeeding where we have faileo.
They are succeeding with a staff of 17 trainers
( Tedcher is a nasty word here, never used) pad
around $100 a week and recruited locally, many of
them minority group people and none of then. with
any college experience. They are trained to be
effective "non-teachers" by a few professionals of the
U S. Research & Development Corporation of New
York, an organization that both administers joint
government-industry programs for alleviating
unemployment and gives courses in human resource
development IHRD). They are chosen not so much
for their brains as fo: "a compassion combined with
enough cyruc.sm" explained George Anderson, a
black man who is on the professional staff of U S.
R&D Corps ation. He is replacing Sam liVilhamson.
another black man, both he and George coming up
the hard way from the streets and pool halls, Sam is
an ex hustler. Both are geniuses

f

WHERE TEACHER IS A DIRTY WORPIit
They are the best school administrators I hul

seen. (They wouldn't like me to call the'.
"Administrator" is also a bad word here). Thi
from classroom to classroom. They kni
students. They enter the dscussion.

George and Sam came into the classrooms
Norris and I sat. They began to throw hard qt.,
at Larry, a young black DVC dropout. Wha
I akeat DVC? (Political Science, Social
Humanities . .. a general education block the
it ... it wasn't relevant . I can get all that
the newspapers). What's rcro dm mean?
you look it up). Damn, you're copping rat.
You're giving her young black girl sitting 11

me) the dictionary. Why don't you lark it
you're lazy. And how do you know th
Humanities course wasn't relevant? Rene
yesterday, you learned something, what was I
learned, baby? (All right, so I learned ; don'
why I smoke pot). O.K. good, so now I'm telli
you just get the facts in the newspap:ls but yuI
find out why. In the Humanities course you!
out why ... Now tell me what you learned
Larry, I think you learned something, what i.. I

learned? (Yeah, O.K

There arc about 150 trainees for the 1

sessions v,hich are beginning all the time. Ti
roughly "tracked" on the basis of an optito.i
They knos. this and they don't mind becilui
learn the trainer will care for them if They

care for themselves," George Anderson
response to a question addressed by Nom
don't kid them, We don't spounieed them
guy was coming in drunk. I told him I was gon
him out, I put the question to his group, s
kick him out? They talked about it serious
said, well, he isn't as drunk today as
,ester day, that's something. The group went
got off the hook, and the group had been
a meaningful decision. They knew I meant
said, I don't Is.c1 them ... We all start
honesty, and things often get pietly risky
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WHERE TEACHER IS A DIRTY WORD*
mea-

They are the best school administrators I have ever
seen. They wouldn't Ike me to call them that.
"Administrator" is also a bad word here). They roam
from classroom to classroom. They know the
students. They enter the discussion.

George and Sam came into the classroom where
Norris and I sat. They began to throw hard questions
at Larry, a young black DVC dropout. What'd you
take at DVC? (Political Science, Social Science,
Humanities . .. a general education block they called
it ... it wasn't relev!..nt I can get all that stuff is

the newspapers). What's te/eraut mean? {I dunno,
you look it up). Damn, you're copping out again.
You're giving her la young black girl sitting next to
me) the dictionary. Why don't you took it up. Man,
you're lacy. And how do you know that thiit
Humanities course wasn't relevant? Remember,
yesterday, you learned something, what was it yo.,
learned, baby? (All right, so I learned I don't know
win' I smoke pot). O.K. good, so nova I'm telling you,
you just get the facts in the newspapers but you don't
find oui tilt. In the Huminiries course you'll find
out why .. Now tell me what you learned today,
Larry, I think you learned something, what is it you
learned? (Yeah, O.K

There are about 150 trainees for the 10 week
sessions which are beginning all the time. They are
roughly "tracked" on the basis of an aptitude test.
They know this and they don't mind because "they
learn the trainer will care for them if they learn to
care f or themselves," George Anderson said in
respunse to a question addressed by Norris. "We
don't kid them. We don't spoonfeed them ... One
guy was coming in drunk. I told him I was gonna kick
him out. I put the question to his group, should I

;i,ick him out? They tal,ed about it seriously. One
said, well, he isn't as drank today as he was
yesterday, that's somethIng. The group went along_ I
got off the hook, and the group had been involved in
a meaningful decision. They knew I meant what I
said, I don't kid them ...We all start here with
honesty, and things often get pretty risky ..

There's no BSU in this school. There's no demand
for a Black Studies Department. Things are
thoroughly intcgraicti (I like that, I'm oldfash!oned).

What happens when this "school" closes next year,
when the grant to the U.S. R&D Corp. runs out?
What happens to the staff of trainers who know more
than our combined faculty, black and white, about
where and how the education of unemptoyab!es is to
begin? "They'll be on the job market," George said.

May I dream a bit? Why couldn'tthis converted
motel on West 4th Street, in Pittsburg become a core
of the junior college campus in the area? Why
couldn't the experienced trainers continue to staff
the orogram (officially as "teacher aides"I?

We may not be viable enough to do it. We may be
too caught up in machinery like disconnected MWF
and TTh slots, unit credits, ret,.. cements for
graduation, slate education code, unwillingness to
change our own classroom behavior to meet the
needs, department prerogatives, etc., all the while
reciting our pious prayers to The Open Door which is
really a Revolving Door, for many.

I've been told the program might be too expensive
for us to handle ... Maybe so, but I doubt it. I'm
hoping that Bill Niland and Karl Drexel till al range
for the entire Board of Trustees to take a trip to
Antioch and get first hand experience with 1,14s

oqi

The U.S R&D Corporation is a rni:it outfit. The
Die Pow (7iclor'"11 01.1). of Antioch is one of the
businesses cooperating with the program. Two of its
execytives, Don Bass and Mr. DeSimone, irvited is

DVC people to look at the progam.
This is almost too much for In old sobalsd to

bear. Sob, --"^""".
'ThIc ..t of Os, ihc

Cha,rnal of the Ero'1,.h Dcrartmrnt at [./ablo Va lr y Col1t9,
g a .s,t to thu Ir(h. r ar,(1

Pu1k51,1-1 on a oco.slettr to his faculty Thosr rxer rpts zr, a
vi.,1 wr Ihy a tra,,,cd rv. r 01 o,hac rs haprco,,,g
at A1,0,11 v.hat volt 111.a, It oil's
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II. Abstract of Results
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This report deals with the experience of the
United States R&D Corporation in implementing a
S500,000 experimental contract with the Manpower
Administration, U S. Department of Labor, to
conduct a job-readiness and job-placement program
for 450 enrollees in Contra Costa County, California.

To this end, a functionally integrated faci'ir.
set up in a motel in Antioch, California; offering basic
education, attitudinal and stress-accomodation
training, remedial education leading to a General
Education Diploma, counselling, job placement and
follow-up services,

The contractor's performance was to be measured
by the extent to which.

1. Previously un or underemployed persons
gained and held jobs

2. Private industry created skill-training systems as
a "follow-up" to the job-readiness program,
thus creating a potential career ladder fiT.1 new
employees.

3. Public or private resources in Contra Costa
County became sufficiently impressed with the
effectiveness of the job-readiness program so
that movement would start toward continued
support of the program through traditional
funding sources.

4. The contractor was able lo hire and train local
stall to administer the program.

5. Experience griped through the first year of
operation created a corpus of knowledge which
might indicate a broad-scale replicability of the
program's concept.

For the most part Contra Costa C.7.-,unty's

industrial jobs are extremely heavy, hard work, often
dirty, noisy or in categories where disagreeable
side effects like skin rash we common.

Furthermore, much of the unemployed but
employable work-force of the county has had direct
experience with these jobs, and has quit in relatively
short periods, or has drifted from job to ;ob.

Thus the characteristics of the available industrial
jobs were not necessarily attractive to the trainees,

r,



and elements of minority-group pathology police
confrontations, inferior housing env other pubic
services, a rise in black militance were not
conducive to a smooth transition from
unemployment to employment.

The contractor enrol'ed more than the mandated
number of enrollees for each of the three 10-week
training cycles, but graduated less than the projected
number (360 graduates vs 450 expected).

Of the 292 initially unemployed graduates, 242
were placed in jobs and 50 were not, for a variety of
reasons; of the placements, 159 are still employed at
the end of the report year. In percentage terms, 80
per cent of those recruited for training e.ere
graduated; 83 per cent of the initially unemployed
graduates were placed in jobs; and 65.7 per cent of
those placed were still working at the end of the
report year.

These figures do not reflect multiple placements
for some enrollees by program staff, They do,
however, reflect a success ratio which compares
favorably with job-placement experience in the
Contra Costa County area, and %.:th the contractor's
experience elsewhere.

In all, the Center recorded 330 placements for its
292 initially unemployed graduates. The largest single
category of placements was service occupations,
which constituted 18 per cent of all placements.
Other substantial placement categories were
wholesale and retail trade, 16 per cent; and paper
manufacturers, also 16 per cent.

The median starting wage for all placements was
S2.57 an hour, a figure which compares favorably
with the prevailing Contra Costra County reerage
wage.

Under terms of the contract, the contractor was to
be paid an incentive fee for each graduate v,hose
continuous employment subsequent to Center
attendance exceeded six months. The contractor as of
September 15, 1969, received compensation based on
such continuous employment for 43 of the y'aduatcs,
but this is not a full figure, Cycle II and Cycle III
graduates had not had an opportunity to attain sic
months' emp'oyment at the time this document was
prepared. Projections indicate that 150 such fees will
be earned for Cycle I graduates.

The program has been re-funded for a second year,

21

and it is anticipated fnat the procedural modificati'
based on the first year's experience suhstanti
improve the overall two-year figures. with egaral
retention of participants during trairang, and ti

subsequent job-retention rate
The extent to which industry will be willing

enter into skill traiMng for job ready graduates of
program is, to use an old British verdict phra<e,
proven." Some industrial yobs, tied to the sease
canning and freezing industry, do provide
kind of continuity which makes skill trair-
economically viable. Other industries are marked
foreshortened career ladders and attenuated trait
practices; other provide jobs for which only mine
skills are required.

On the other hand, some industrie! compai
have made significant strides in de emphasizing
importance of entry -level testing and educat
requirements, and others have undertaken signify.
in-plant onthe-job trainHy.

The secord year's contract calls for an expare
of the in-plant train ng effort, premised upon gre.-
employer acceptance of si;ch oct.vity as in irate:
part of the recruitment Hcl upgradaig process

The work -plan for the f H st year's program acti.
placed great emphasis on the long term beech
involvement of the irclostrial ((Immunity of Co,
Costa County, In retrospect, tool-11.71h emphasis
have been placed on th.s aspe_t, conseleiing that
contractor's basic mandate was to find kobs fn
enrollees.

Some of the contracteir's best successes in
placement and retention came in commerce, asses
and light Jab' ication and gove.nreent. Tne contra
1'. au Id have been better adv 'mei to eon,
employne.td, in the /11,,,elei sense (comma
government) than n the n,.P ov.. sense of incluy,
plants.

The contractor, in the first year's operation,
able to achieve a broad new set of relationships
agencies and institutions in the "people" husiel
ranging from a local commul,ty 0.11egc to the ki
prison vii.ork farm, and 11 snots 1'1...Cy that
interagency gOodvAl! 1)1.01 or in 111,2 fast
actr,Ities has left many 0.11,11)6110y 1,..adoS earth
hcli0 that Ihe program r5 -.T11 v,orth 4 ,intinuaiq
there are sliong that IlaS



and it is anticipated that the procedural modifications
based on the first year's experience will substantially
improie the overall two-year fignes, with regard to
retention of participants during training, and their
subsequent job-retention rate.

The extent to which industry will be wiling to
enter into skill training for job ready graduates of the
program is, to use an old British verdict phrase, ''not
proven." Some industrial jobs, tied to the seasonal
canning and freezing industry, do not provide the
kind of continuity which makes skill training
economically viable. Other industries are maiked by
fareshoiitened career ladders and attenuated training
practices; other provide jobs for which only minimal
skills are required.

On the other id, some industrial companies
have made significant strides in de emphasizing the
importance of entry level testing and education
regLirements, and others have undertaken significant
in pant on-the iob training.

The second year's contact calls fez an expacision
of the in plant training effort, premised upon greater
employer acceptance of such activity as an Integral
part of the recruitment and Ling, process.

The work-plan for the first year's program activity
placed great emphasis on the long Palm benefit of
involvement of the industrial commuriity of Contra
Costa County. In retrospect, no mu; h nary
have been placed on this aspect, consicf r r.j that Ise
contractor's basic mandate w, s tr, find jchs for its
enrollee,

Soria of the, contractor's best successes in jolt
placement and ri,tention cause in commerce, assembly
and light fabr ication and gdi.einnient. TI rr

woule have been better to coniii ice
eriploymerid, sin the f)1(3,1*_1 .P:11Ef?. ,{.,,r11111(21(i.

90VC[1111:101t) than in the 'ha sr'' se cf laihistr i,i1
plants

The contiai_tor, in she fess year's operation s%-ac

able to ach Erse a broad new sel of relilionshio rails
agencies and institutions in the poople busy
ranging from a local ciiii:irnmunity college to the luca!
prison work farm, and it seems likely that Ine
interagency goodwill hailt up in L'1,2 first yedl's
activities has left many riehmun ty leaireiis with the
belief that the [Hog, icit i5 sell V.lar ill hicorig Rot
there are stiong indications that this piograrn sill

produce institutional changes in the community,
leaving behind not only a narrow success, the
program itself, but a broader success in the local
acceptance of its techniques. There is no denying the
fact that tradition:: funding sources, public or
private, seldom if ever venture to support a program
until they become convinced that

r I will cease to exist
withoui the r help.

Thus IF :ire has been no fair test yet as to the
extent or depth of local support for the program; this
would cone only at the point where it was clear that
without such support, the program would founder.

The contractor's success in finding and training
local ildIrninstrat ve personnel to manage the progr.iiir.
War limited and disappointing, site selection
Jill cultics tu e 2tri months, and the progi aim thus
was under time pressures which required the
continued presence of seasoned contractor personnel
After the first year, the contractor had found a local
resident to serve as to ring director and another as
assistant training director The basic orogiarn
drieetion, however, continued to he supplied by
out of -area personnel.

The full lepoit is an attempt to detail those
elements of the contractor's 'model.' which were
found to be workable in the California setting. and
those which required substantial modification,

speaking, the transplanting of the model
hum the Southeast' to the ii"i'est Coast proved the
validity of the basic pic: :doies, and the
scale of the Contra Costa County progiram, in terms
of total enrollment, isented a fey) inai,or

It s boa, that the sire of the classes

at !east 100 and up to 1r.r..0 giadJ rtrs entcirng
the job market simultaneously) cleated anlail inees
v.hich rent ed a good deal of lob nevelcipment k

to collect.
As the subser,iJerit tattles sill shpai, IFe averare

total cost per student for the contractor's
pre vocational iraining is 51,240, and hinges fiom
high of S 1,277 cur CiCe I to a !0;'; ol SI,193 for
Cycle II.

Of this rcirt wdtlo.,te 101,o, thc (,,sts
it,// u',1`1.1. fullns.s

Tar CO are. (4 a,
Scir, rii org,3
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FUNCTION

Recruiting
Community Relations
Administiotion
Edsle EducoTon & HRD Ttoining
Joli Develoon-ient& Fo.lo,.soup
11,1anagemer Fees 111

Co Si of Total
Trainee E xp;:nriMii es

S111.44
31.18

424 03
506.93
101.18
65.27

51,240.03

9

2

34'
41`S
8-

99

0) includes S50 mc.cntive fee for coch
graduate anti an edditional S50 fee for
each grarfr.rite "permanently pincer!" in
an industrial job or placed in

prQUI n Of 21
duration On mole.

.12) Does not toll to 100 due to 1001.11119.

The methodology used in the administration of
the Industrial Mcmpoi.s.cr Center is hosicoliy that
tinted by the United States R & D Corporation fur
the conduct of sinoloi (oriels opeiloted _order ,.,,yirrrj
,,,,5911trs elsve.heo. el the Ni,1101-

The fi uf poscr uf the use of the tlf;R&O
rLithridur, hoiirier 1Y,,5 not rialimly to inioh the

Pr1anp ,%;r2r Ailmiorsf ration's ekoeiimentia ribri
del/10[15,101ml) pioryrim in fund mg "more of the
some- th it is, merely to ley the iictisuties of

!HA UsclestF i,il Education Centers, most of them o
the Lost - not tither apply the trethoduldqy
sm_11 o may is permit on objectre kiir notion of

the certio cements some tro'y itipligolile on
mitinnol scoIe, el-IF:011j cohtht ons C,05...11 V. he- h

mode the only tipejjtivp on the.'1)...SIS of eel loin
101 In-irket ur ri,eographleaf pie ,nrirlittcr,s,<-rod also to
rieterrone %hat magmroire and conomy r7I scale si,,as
possailv, pii.cn the ielameTi saII siie of the cif for Is

11"e Eusi.
The cowl tot heirer,ri,c dirt the Pett,hrloi Alit loth
oct rim er.t, this hos sle the netmnot

eplicohility of the r-entei philosophy anti
l.11,111.1091 huI IC( o:,111/1.5 Ohl in some luso,. Is,

III. THE CENTER CONCEPT

the stotst col proof is not yet as Sirong as '

been expected.

The basic coutioctor methodology c,ll
recruitment of iinemnicyed adults,
occupying itcsof eigr juts, ond the 11,1

incuIcatloir of sciffieierri 1/.154 L'fILFC,1!Figl

ltd nine] tin Lic, them err oloyalrle ;1

slarklauf rimplir,.0 icatir.ms or pru;
n the case of those ah early ci-rfir,o'irii

ir(tording to employer ons
n Pro uncial on of the Pittsburg Artie(

11-.2 J`,11.:(1 both Ito qe,y self ot,,t
inomoolls (rO.'t 1,1)01! by r',1iND, Ir c cr9
the permission of the Co hi, briirq Off,
LEARPr: System" rrf rriaf, rials ivafely tf

Ifically for I or Cerlcr s.
13ert.rcilesc e' the icisiorcbonal ricraft r4.'s

1),..rsrc erfucotrriri 0.I a10515 .31-01711,[1,1O,f,d I

C sure lo the coil/ac In hice11,11 I

tr,firtirll rn,-iferraT
This trot ci ial neIurltrl

.

on the 1011, ,g1,1 em m.plohorl lamely
(r,trcus9e,rt it( ()Wed rig. nary
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III. THE CENTER CONCEPT
mrsi

piour is rid stic.,ny

hiwn led

c )1.»),(1»lcic.,y calls for the
of uniiriiplcoved ddults. adults

r,ari:oyiny rlr.ul en:! ! op....1 (10 ,..0...10.)
ihr:lc,hr,r, of sr.nffa 1.h.,J(,1111,11,041 Ilfe

11W1. -1 ,r; as 114 1113L.,

,r,11111;y01 (11,1.111fik.dt4W1,

m the C..1, of I USI2 Z0112,14 (VT )..`11
rcidliny I;1111,y(-, r1,111/1' ,:101115 ,

In the (-_rdt,011 of ',Ilk' C,;(trt
11. (011: an :r 11,_01 the Lugo){ sulf instiuLiionol

111»- and ',tic', ;i.1)
of 111,2

, tht
LEARN Sys!, en- of pr die!

frir Ht. is.
R413,o111,-,5 of il.e 111,tr,;(111,11,:i I hir

1/.151.: rifun,.t n ,,ors drily
tads 11011,,r1 tv snuircs

'prism indiniiir; 111,111'4 1,11

ThlIS ,1.1111,1 InCIA,41 cvol rr Ckin)S.11,..
tor,t11)rvc 01(,, prolurinij 11,111k' ilrldi) ,Wif 11,4I1j11,' t114-,L;(111

(f,,ELIS,o 0 1 i 5 . 1 1 1 01 1,1

The der,ril....r1 HAD ctriculi..ni also includes a

spec tram of prActica) information (hoiN to
a,iokil ;pi) huvd to lind solution; to medical
pi (-_,)121.1,.., hr to c.711tplete 1C,i) brae. 1.0

avoid ety etc.) all ted in a

non r.hredri,iiiip vitmosphere

It is the contractor's conviction. hosed on
ex per iurice and ob((ervill on of othrJr nianpuv,er
pi wit :ors. that dny education cciivitypnei-di
roriducf.sd without fiRD for ; 4110t1ValiOrIc'
1(1'.11\,4!C111 will Ire 11..s successful C(IkAdi.!(i
.E10111111 StIdt011 of Ow trio components.

Jobless enrollees. in Pillsbury Arri,o,h and
el sev.hc! c rn contractor's centers, olt vid disc
fiducdtlion arri /TAO closs.cs, e,rh for fh,ce hours

Inc dys a e.i2els, for 1,0 vi,e(iilss Eir.ffoyr2t:
cirofIrries ennui 1'. hours 01 basic oforaholi arid 1'.
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In basic education, as in HRD, the contractor's
aim is to have each knowledge increment reinforced
by subsequel increments.

In simplest terms, the., means that a study of
fractions necessarily entails a review of multiplication
and division learned earlier. But it means more then
that as well: it means that the stories from the Adult
Readers (developed it intly by the contractor and the
Bank Street College of Education) are so introduced
that the subject matter of each provides an
appropriate jumping-off place for a HRD
discussion, so that in learning to read each story, the
enrollee is also being exposed to the ideas, and the
flavor of human interaction, contained in the story.

The HRD discussions of the story are helpful in
and of themselves, of course, but they also reinforce
the information gained from the reading, and they
help sharpen reading comprehension.

The IMC, in seeking to meet its mandate to serve
the hardcoi. unemployed, has been confronted in
California as elsevitiere with total non readers,
the s.-called "zero-zero's." The center's response has
been an internally developed selfinstructioital ward
recognition system, using a series of "flash cards"
which use a tape-recorder adaptation to "say" the

In recent years, the thrust of manpower programs
has been towards 'immediate employment."

It is apparent that this relentless pursuit of
guaranteed statistical success (employment: was
caused by sharp criticism of programs which trained
people for jobswhich never materialized. For many
critics, this meant expenditure of federal monies
withoJt results.

Some of the unsuccessful programs had stressed
basic education as the key to employment, others
used broader pre vocational technicries, and some
followed an integrated formula of basic education
and pre-vocational training.

But when the skept cal Congress and the cynical
press looked at the problem, they asked one key
question: "How many were employed when it was all
over?" According to widely published reports the
answers were unsatisfactory.

words which are printed on them. Use of these cards,
and direct instruction which is almost tutorial in its
intensity, has increased reading ability dramatically.

The IMC, like other centers administered by the
contractor, makes no use of professional "teachers,"
as such, using paraprofessional peer models as much
as possible as helpers to students as they study
through the use of tapes and workbooks,

The IMC is not a school and its instructional
content is designed to be rather different from a
school, the reason, of course, being that many IMC
enrollees have been -turned off" by formal
instruction. But in the area of enrollee activity --

particutarly when that activity had consequences in
motivation improvement the IMC cften surpassed
the traditional student activity of schools.

The IMC, in each of its three cycles, established a
high- participation student riovernment with broad
powes in defined areas; the enrollees themselves
designed, wrote and edded a weekly nev.slet ter; and a
graduation ceremony, with distinguished 5pc,;kel s and
a yearbook, was held at the completion of e.,ich
10 week cycle.

IV. THE TRAINING STRATEGY: PEOPLE INVESTMI

The obvious effort, then, was to involve industry
and business in the process so that the person who
had been trained coul i find employment. Some of
the traditional Labor Department vocational
programs had successfully utilized this method with
good results.

lt was out of COOC. fll to pro'ode
employment that programs like tl.e
Alliance of Businessmen ,.'ere created.

It has alwa,s bevt this contractor's conteritain
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words which are printed on them. Use of these cards,
and direct instruction 6^,,hich is almost tutorial in its
intensity, :las increased reading ability dramatically.

The IMC, like oth:r centers administered by the
contractor, makes no use of professional -teachers,"
as such, using paraprofessional peer models as much
as possible as helpers to students as they study
through the use of tapes and workbooks.

The IMC is not a school and its instructional
content is designed to be rather different from a
school, the reason, of course, being that many IMC
enrollees have been "turned off" by formal
instruction. But in the area of enrollee activity
particulariv when that activity had consequences in
motivation improvement the IMC often surpassed
the traditional student activity of schools.

The IMC, in each of its three cycles, established a
highparticipation student government with broad
powers in defined areas: the enrollees themselves
designed, wrote and edited a weekly newsletter; and a
graduation ceremony, with distinguished speakers and
a yearbook, was held at the completion of each
10-week cycle.

IV. THE TRAINING STRATEGY: PEOPLE INVESTMENT111=ii
The ob-;ous effort, then, via.; to invol-,e industry

and bus'ness in the process so that the person who
had been trained could find employment. Some of
the traditional Labor Department vocational
programs had successfully utihrid this method with
good results.

It was out of concern to provide immediate
employment that progrcrns I ke the massive National
Alliance or Businessmen were created.

It has always becn this contractor's contention
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The IMC's present site is a large square one-story
building with a broad open patio in the center, and
the building's own California style informality has
been a great asset, in part being responsible for tha
Center's life-style.

The building was once divided into separate shops
and off ices and that businesslike atmosphere has been
maintained. There are ten classrooms, named after
the large industries of the area rather :Fan designated
1 to 10 or A to J. (Numbering or lettering often leads
trainees to the conclusion rhatNumber 1 isthe "best"
group or Room J the "dumbest.")

Each classroom contains two conference tables,
forming a large square with comfortable arm chairs
around it. Tables in the Bsic Education classrooms
were specially designed to store tape recorders,
headsets and tapes. Smoking is allowed, and many of
tile groups contributed part of their stipends to buy
and brew their own coffee, which was usually
superior to the coffee provided, in the staff rooms.
Trainees decorated their own rooms with such
enthusiasm that during one cycle, a student art
association was formed.

All the classrooms and administrative offices faced
on the open courtyard which was bordered by plants.

that the problems of immediate employment, in great
measure. stemmed from the failure of the training
and educational agencies and programs to be directly
coupled to an understanding of what industry
considered a good applicant for employment. This
was frequently compounded by the lack of
tesporsibility by the training or educational ;gent to
lind a loll for its trainees and to assist in keeping him
en the job.

Therefore the conclusions which led to the
i in in eti,ate employment concept did not rest on
abandoning the intensive education and training of
the individual before employment, but on the heck of
rcdevance of some training, and the disjointed and
badly oi g an ized followthrough procedures after
training

There was also a lack of continuity of
respnns,bildy. no one agk ley or program could be
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singled out as causing the failure and only
unsatisfactory generalizations about the problem
could be articulated.

It is the contention of this contractor, as
previously stated, that the thrust for immediate
employment an admirable goal is being made at

the high price of restricting the options of the
so catled disadvantaged American.

This disadvantaged person already possesses a
narrow view of what life can offer him. His
experience with failure has "convinced" him that he
is only qualified, even if well-trained, for a narrow
range of jobs. This picture has been reenforced by
previous patterns of discrimination in which color
and employment were directly correlated. In short,
minority Americans could not successfully compete
for all jobs, only some jobs, no matter how
successfully they were trained.

This historical conditioner, added to the other
factors mentioned above, does not allow a man to
exercise the full scope of the options available to him.
When he enters one program, for ore job, and his
training is concentrated on successful performance in
that job, he has, in effect, been channeled into what
may or may not be the job for which he is best
suited.

It is the contention of this report that a
pre-vocational experience, modeled along the lines of
Pittsburg - Antioch could open up the options available
to the disadvantaged person. When he finishes ten
weeks of training, he is "job ready" and also has a
deeper understanding not only of his own potential
and desires, but of the opportunities which exist for
him now that he has, as the trainees say, "gotten
himself together."

With his new insight, he can now look around the
labor market and try to find employment consistent
with his new goals in life. Or he can continue his
education and enter the labor market at a higher
level. It is clear that he may not always match his
desires with the right type of job, or he may not be
fInancia ly able to continue his education, but these
decisions never arose before. They were decided by
historical conditioning and events beyond his
knowledge or control.

Therefore the thrust of this program siras to
attempt to correct the procedures which separated

Sample English Lesson From The Bank Street College of t.

Mary Rose Is Broke

Mary Rose is mad this week. She is mad because she is broke
troke heeause on Saturday the made a stop en her way
supermarket. She pulled up in front of Tony's Bar. She hit Ii'
until Tony came out. shaking his head at her.

-Take it easy,' says Tony. "I got sensitive ears.

headache."
-rm sorry for your Ittlutles, Tony,- Mary Rose say,

could you please :301 my hilshand's chock? I got to gel 1

supcimatkci.-

Tory looks at the cheek.
"flow would you like some real coney ?" he asks.
"How is cull you know Tow to get real money ?" Mai

hint back. "YOU can't (een pay off )0k3 baMend0-
'70... you know mc, Tory gives Mary Rose

tiiothless smile. "I always get the rear lips. 1 his is a sure

Right from the horse trainer himself
-1,0)at odds?" Mary Rost ..171, to knew.

"Ton to ore." uys Tony. "1 his horse is a teal sleeps
boys around !wee adn't seen him run yet. this trainer lots
on aeouint of I slid him a Lew

Sc bit or this weirder hory,- Mark ''But ,
r1,,,, sash illy 010. Pint lolly' I got to get going

-Ws a thane( id- a Iltetirt;C." l*s tamp. "You ler .1 r
cheek a cOaple hours. Mier) then sal do
ehoppini; And not at the edpermarket

the training of the unemployed from employe-1i
responsibility and at the same time to invest 1

federal monies in the person, to provide him svith ti
"walk around" knowledge which would be Ir
door-opener with employers, and, simultaneous.
open his options.

In short, the training thrust was to provide
disadvantaged person with a better control of t

future and, at that point, make him the equal of I'
contemporaries who had successfully completed ti
traditional educational pattern and are searching
employment and satisfaction in the job market.

This is not to naively content, that desire ir
understanding always result in fulfillment, that
desire foe a particular job is immediately realizat,
now that a person understands what he can ai
would like to do in life. But it is to argue that se,'
the ten weeks of intensive pre vocational Ireainii
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Sample English Lessor. From The Bank Street College of Education Adult Readers

Mary Rose Is Broke

Mary Rose is mad this week. Shr is mad because st,e is broke. She is
broke because on Saturday she made a stop on her way to the
supermarket. She pulled up in front of Tony's Bar. She hit the horn
until Tony came out. shaking his head at het.

"Take it easy," says Tony. "I got sensitise ears. And a

headache."
"I'm sorry for your troubles, Tony," Mary Rose says, "but

could you please cash my hushard' check' I got to get to the
supermarket."

Tory looks at the check.
"Bow would you like some real money?" he asks.
"Ito,. would you krow how to get real mom yr Mary asks

him back. "You can't even pay off your bartender."
"Au, you know we. .Tory." Tony gives Mary Rose his big

toothless smile. 1 always get the real tips. ihis is a sure thing.

Right from the horse trainer himself."
"What odds?" Mars. Rose wants to know.

"fen to ore.- says Tony. "'this horse is a real sleeper, the
t,), around here .on seen him run yet. this trainer lets rite in
on assount of I did him a fasor "

"So het sin this wonder torso." Mary sass "But will you
pled,' cash no shgsk first. Toro' I got to get going

''Ii, a chance of a lifetime.- says lory. "You lend etc that
check a coal It hours. Slaty Then you can do some real
shopping. And not 'at the supermarket

.'u

"When s the wonder horse running?" asks Mary Rose.
"The fourth race, three o'clock. Just a couple hours and you

get real money," Tory says, with a big smile.
"I don't know, Tory. I got five kids at home," says Mary,
"You got a mink stole at home too?" asks Tony. "Look,

make up y cur mind, For one you got a sure thing, you should
just spend all that check at the supermarket?"

So Mary Rose doesn't spend the check at the r ipetrrarket. Fier
cheek is riding on the wonder horse in the fourth race. The
wonder horse runs fine and comes in se,enth.

Saturday night. Mary Rose gives the family scrambled eggs for
dinner.

"I'm too tired shopping to make a big dinner," she says. She's
holuing hack three cans of hash for Sunday dinner.

After dinner, the family sits down in Irani of the 1V. Mary
Rose turns the sound up real mud. She doesn't want her
husband and the five kids to hear her.

She calk ony's Bar on the telephone. Tony owes he; for
half of the cheek, which he put on wonder home for himself.
With half the cheek, Mary. Rose can fake through he week.

The bartender answers the pF,one.
"Tony's not feeling so good," he says. "Ile's gone to a card

game to feel better. lie said het cal! you in the morning."

When Tony calls in the morning, he does rot feel better.
"Mari Rose, I'm gonna go up on the roof and jump oPf,"

says Tony.
"1 hat would help me a lot," says Mary. Rose, slamming down

the phone.

ply Monday, the kids Liew something is biting Mary Rose.

3!

the training of the unemployed from employment
responsibility and at the same time to invest the
federal monies in the person, to provide him with the
"walk a, ound" knowledge which would be the
door-opener with employers, and, simultaneously,
or en his options.

In short, the training thrust was to provide
disadvantaged person with a better control of his
future and, at that point, make him the equal of his
contemporaries who had successfully comraleted the
traditional educational pattern and are sea; ching for
employment and satisfaction in the job market.

TI,is is not to naively contend that desire .and
understanding always result in fulfillment, that a

desire for a particular job is immediately realizable
now that a pt' son understands v.hat he can and
would like to do in life. But it is to ague that with
the ten weeks of intensive pre vocational training

_ri
under his belt he has a wider horizon to explore and a
better chance to succeed than if he is narrowly
trained before awareness has been stimulated.

The Training
immisomaim

All the trainees at the Pittsburei A.;-ntioch IMC
received two kinds of training:

1. Basic education, a largely self-instructional
system designed to increase English and math
skills and, by so doing, to improve
employability prospects by 'acilitating higher
scores on companyadministered
pre employment tests,

2. Human resources development (HAD), a
carefullystructured lifeskills and
stress-accomodation training combining the
inculcation of helpful specific information

2 '6



)how to avoid garnishment, etc.) with
role-playing and other group dynamics
mech inisms designed to improve trainee
self-image and to improve self-analysis in stress
situations,

The basic education component, as originally
proposed by the IMC, was to depend or the materials
devised by MIND, Inc. However, with the approval of
the Contracting Officer, the contractor phased -in
newly-developed"LEARN system"during the first
10 -week cycle, and a mixture of MIND- and
contractor-developed learning materials was used
through the other two 1C-week cycles of the first
year's operation

The achievement configuraticn of trainees during
the first year was probably a microcosm of the target
population, consisting of a substantial number
(approximately 25 per cent) of enrollees who were
virtually without Fnglish or math skills, another
substantial number (again, about 25 per cent) who
were at, or close to, high school graduate achieverrent
levels, and the remainder scattered in between.

Tu the contractor's knowledge, there never has
been an effort to delineate the achievement levels of
the potential IMC enrollees in the Pittsbu g-Antioch
area, and the surmise that the actual IMC enrollment
was representative is thus inferential, and is based in
part on the two following general characteristics of
trainees for such programs:

1. The under-schooled, whose prospects for
employment or advancement are biocked
because of a lack of education.

2. The under --Kr tivated who changes for
employment or advancement are blocked
because of feelings of self-denigration or
hostility toward an economic system which is
seen as impervious to penetration,

Needless to say, there are many combinations and
permutations between these two extremes, and an
important contractor function is to differentiate
between the deficiencies caused by one lack and
those resulting from the other.

The basic education component relies on lire
different elements:

A series of five Adult Readers, developed for the

' Ttte "LEARN system- taro s used eculs,stly..

29

contractor by the Bank Street College of Education,
and content geared to adult interests and with
vocabulary carefully screened to extend from the
third grade reading level to the sever,th grade level,
according to Lorge word-frequency lists.

"The World of Numbers," a series of e:ght
text-books i mathematics taking the trainee from
rucbmientery arithmet c through elementary higher
mathematics. Each volume is accompanied by a
workbook and drill-tapes for use with a tape recorder
supplied by the contractor.

The World of Words," a series of four
textbooks introducing the various concepts of
English-language sentence-construction, vocabulary,
spelling and punctuation, again accompanied by
workbooks and tapes.

A mechanical comprehension.course providing
information on elementary physics in the same way
that various employer-administered tests probe for
knowledge.

A how-to-take-a-test course, giving trainees
information on how tests are conctructed and how to
score high on them as well as substantial test-taking
practice.

A specially developed word-recognition and
vocabulary-building course for non-readers, also
making use of a tape recorder.

In addition to these course, all developed by the
contractor, the center also made use of Ern-Ash and
math textbooks, workbooks and tapes.

Classes were kept small and informal, with an
average trainee/instructor ratio of 12/1, and the
non reader classes averaged an even smaller 5/1.

In all cases, the classes avoided the traditional
black boarcband-stralght backed-chairs approach,
using instead a conference table and comfortable
chairs. The conference table also housed the tape
recorders and their accompanying power unit, In
all, there were ten classrooms, of which five were
used for basic education and the remainder for
FIRD. There were seven basic education
instructors slots in the center budget.

Because the system is essentially set i-instructional,



..ith
rtes
nee

Tress

[ally
ials

of
!d-in
, irst
nd

r;ed

rst

ing
ir get

her
ere

!her
I ..ho

rent

has
,s of
loch
rent
'd in

of

for
lked

for
,ked

or
r,

and

on

Hale

ind

the

contractor by the Bank Stn.et College of Education,
and content geared ti adult interests and with
vocabulary carefully screened to extend from the
third grade reading level to the sefenth grade level,
according to Large word frequency lists.

"The World of Numbers," a series of eight
textbooks in mathematics taking the trainee from
rudimentary arithmetic through elementary higher
mathematics. Each volume is accompanied by a
work hook and drill-tapes for use with a tape recorder
supplied by the contractor.

"The World of Words," a series of four
textbooks introducing the various concepts of
English language sentenceconstruction, vocabulary,
spelling and puretuation, again accompanied by
workboc'xs and tapes.

A mechanical comprehension.course providing
information on elementary physics in the same way
that various employer-administered tests probe for
knowledge-

A how-lo-take a test course, giving trainees

information on how tests are constructed and how to
score high on them as well as substanCal test-taking
practice.

A specially developed word-recognition and
vocabulary-building course for non readers, also
making use of a tape recorder.

In addition to these course, all dew:loped by the
contractor, the center also made rise of English and
math textbooks, workbooks and tapes.

Classes were kept small and informal, with an
average trainee/mstructor ratio of 12/1, and the
non reader classes averaged an even smaller 511.

In all cases, the classes avoided the traditional
blackboard andstraightacked-chairs approach,
using instead a conference table and comfortable
chairs. The conference table also housed the tape
recorders and their accompanying power unit, In
all, there were ten classrooms, of which five were
used for basic education and the remainder for
HAD. There were seven basic education
instructors slats in the center budget.

Because the system is essentially self instructional,

the basic education instructors are not "teachers," in
the traditionally-accredited sense, but rather monitors
or guides, available to give individualized help to
trainees as they learn through the tapes, textbooks
and workbooks.

Of the 17 instructors, six were college graduates,
nine had some college, and two had only high school
diplomas.

To determine trainee's academic achievement, the
Stanford Intermediate Test (Form X) was
administered to all trainees before the start of the
cycle in which they were enrolled. Form Y of the
same test was administered at the end of the fifth
week of the cycle, and Form X was again
administered du'ing the 10th week. Score summaries
are reported in Section II.

Besides the inherent difficulties of administering
the Form X lest twice in 11 weeks, the contractor
believes, in retrospect, that the Stanford Intermediate
Test was an awkward instrument, since it did not give
sufficient precision in its differentiation of
achievement levels at the low end of the arshievement
spectrum, meaning that achievement "groupings"
were imprecise and occasionally skewed.

This, in turn, caused temporary difficulties for
enrollees because they were sometimes advised to
start the self-instructional materials at a point above,
or below, their actual achievement levels.

Center staff also experimented with other tests,
ratably the Gates-McGinite and Grey Oral, in order
to improve this differentiation, but results were not
significantly better; the contractor has now started
developmental work on a new test series which is
being designed to improve the low-achievement
differentiation.

The human resources development course is a

carefully-structured unit which combines group
process work (role-play, confrontation stress

accomodation) with the inculcation ,f many
life-skills previously little known or recognized by
trainees. Among these are money management and
oarnishment avoidance, job-interview skill s,
employer-employee responsibilities, access to
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information ano treatment, consumer education,
dangers of alcohol and narcotics, and including an
introduction to mass media techniques.

Outside speakers conduct many of these
sessions, and they generally end in lively
questioniand-answer sessions.

Two HAD classrooms had full videotape
equipment; this was used regularly during role play
and encounter sessions, permitting quick replays
and self-analysis of progress and motivation.

In general, it has been the contractor's
experience that IMC enrollees occupy a middle
ground between urban sophistication and rural
geniality and that this often impedes the search
for self-identity, a major goat of HAD.

Pittsburg is less than 40 miles from Oakland, the
national headquarters of the Black Panthers.
Enrollees were knowledgeable about and in some
cases proponents of - the Panther ideology.

Unfortunately, the fact that Pittsburg Antioch is
neither truly urban nor rural meant, upon occasion,
that IMC enrollees were knowledgeable about
philosophy without being fully cogn'- ant of the
disciplines imposed by the ideology.

This is a situation which may hold true for other
"urban fringe" areas, and contractor's response -
which entaiied some additional emphasis on he'ping
enrollees understand their own self-motivations --

appeared to meet most of the problems.
Attitudinal or even behavioral change is, of course,

difficult to measure, and no claim to such
measurement is made here. It is the contractor's
judgement that absences and lardinesses from training
fell off during the 10-week cycle, and that this
behavioral change may be attributable to HRO. (It
may also be due to a sense of accomplishment
emanating from basic education, or sympathetic staff,
or factors unrelated to the center, of course.)

Another possible measure might be the extent to
which trainees obtained and held jobs after training at
companies where they previously had worked and
quit or been fired. But again, it would be impossible
to eliminate other human variab'es in such a way as
to prove conclusively that HRD, or general center
exposure, was or was not responsible.

31

In general terms, the contractor believes the
behavioral charge which brought 66 per cent of the
heretofore unemployed trainees' to permanent
employment is most largely attributable to HRD.

The contractor's program design called for a

1D-week exposure of each enrollee to a course
combining adult basic education and a life-skills and
the attitude-change curriculum called HRD. For the
"day" students (unemployed at program entry), the
course involved three hours of basic education and
three hours of HRD every day for a five-day week.
For "night" students (employed but locked into
entry level jobs) the course involved 1Y, hours each of
basic education and i AD each day for a five-day
week for 10 weeks. Completion of the course
required 300 hours for day students and 150 hours
for night students.

The 10-week time-frame is based on the
contractor's experience that:

a longer pre-vocational training period is
unsatisfactory to the trainees, many of
whom are unaccustomed to the deferred
gratification requirements of an
extended period; and

(b) a shorter period is unsatisfactory ben-ruse
it does not permit sufficient time for the
absorption and mastery of the
curriculum, and consequently leads to
poor results in tests administered by
potential employers. Also, the HRD
curriculum relies heavily on "group
process," and the groups generally do
not achieve full cohesiveness until about
the sixth week.

During the second year, the corThactre is

experimenting with several variations on this format
reducing HRD sessions from three hours to two,

abandoning basic education altogether in favor of full
days of HRD, abandoning HRD altogether in favor of
extra-heavy doses of basic education, and providing
for possible completion in as little as seven creeks -

or as many as twenty for non readers.
In each case, the deviation came about heicause of

specific conditions at the center, and in each ease the
modification proved helpful in overcoming the
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In general terms, the contractor believes the
behavioral change which brought 66 per cent of the
heretofore unemployed trainees' to permanent
employment is most largely attributable to HRD.

The contractor's program design called for a
10-week exposure of each enrollee to a course
combining adult basic education and a life-skills and
the attitude-i:hange curriculum called HRD. For the
"day" students (unemployed at program entry), the
course involved three hours of basic education and
three hours of HRD every day for a five-day week.
For "night" students (employed but locked into
entry level jobs) the course involved Il/a hours each of
basic education and HRD each day for a five-day
week for 10 weeks. Completion of the co ase
required 300 hours for day students and 150 hours
for night students.

The 10.week time-frame is based on the
contractor's experience that

(a) a longer pre-vocational training period is
unsatisfactory to the trainees, many of
whom are unaccustomed to the deferred
gratification requirements of an
extended period; and

(b) a shorter period is unsatisfactory because
it does not permit sufficient time for the
absorption , and mastery of the
curriculum, and consequently leads to
poor results in tests administered by
potential employers. Also, the HRD
curriculum relies heavily on "group
process," and the groups generally do
nut achieve full cchcsiveness until about
the sixth week.

Our lug the second year, the contractor is

experimenting with several variations on this format
reducing HFID sessions from three hours to two,

abandoning bal.ic education altogether in favor of full
days of HRD, iibandoning HAD altogether in favor of
extra-heavy doves of basic education, and providing
for possible cc mpletion in as little as seven weeks ----
or as many as twenty for non-readers.

In each case, the deviation came about because of
specific conditions at the center, and in each case the
modification proved helpful in overcoming the

specific problem, but in no instance was the
contractor convinvced that a basic change should be
made in the overall methodology.

(1) Reducing IIRD length from three hours to
ht.°. In the first cycle, several enrollees complained
that individual HRD sessions "lasted too long."
Conversely, there were a few who said they were too
short. In retrospect, the contractor's trainers believe
the first complaints were essentially a cop-out by
trainees threatened by HRD's demands for
articulateness in quasi-r-onfrontation situations. The
experiment was ended because the reduced time did
not end the complaints.

(2) Aharrdonhng basic cducati,»: altogether ta [min
().1- 11R1). This happened only once, and came with an
extremely hostile group of trainees who were
unwilling to take part in the basic education activity.
In effect, then, the experiment was forced on center
staff by the enrollees, and it ended after the
hostilities were "talked out" through marathon
encounter activities.

(3) Ahandou fug IIRD altogedur in favor of bade
education. This technique was used on a few
occasions when stable and adjusted enrollees were felt
to need heavy educational inputs during the latter
stages of a cycle in order to prepare for industry
testing. The objective was to biing the individual
trainee to a "peak" at test-taking time. Contractor is
reasonably satisfied with the results, and the
technique will he repeated when necessary. It is not
useful, however, with trainees whose attitudes are not
stabilized; since most center enrollees fall in this
category, it is not possible to abandon HRD.

As mentioned earlier, the "night" students were,
for the most part, dead-ended but employed persons,
and their attitudes toward the "world of work" were
reasonably good. This might suggest that HRD
content could be reduced for these enrollees, and
more educational content could be added. But this
was not the case because, despite reasonably good
attitudes, many of the night enrollees were deficient
in the practical information imparted by HRD how
to avoid gtrnishment, how to obtain emergency
medical services, how to obtain counse:, etc. For this
reason, no time reduction was made for night time
HRO, although the content was changed slightly tc
provide the needed practicdt information.

11)
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Contra Costa County had originally been suggested
as a location for a manpower training program by
officials of the Bay Area Management Council, and
the choice was finally narrowed to the
PittsburgAn tioch area. Representatives of the
contractor and DOL met several times with local
industry and community leaders prior to the
consummation of the final agreement.

Among groups and individuals cons, ilted wee the
Bay Area Management Council for Employment
Opportunities, officers of the California State
Employment Service, the Director of State
Vocational Education, top corporate officers of
industry located in the Pittsburg-Antioch area, the
Industrial Association of PittsburgAntiochNichols,
the Oakland branch of the National Alliance of
Businessmen, end officials of the Concerted Services
Project (community action agency) in Pittsburg.
Those consulted confirmed the need for the kind of
program they envisioned being offered by R&D and
DOL.

The needs, it was thought, were clear:
11)There was a shortage of stable manpower for

indJsiry,
i2/7 here wan a high degree of unemployment

among minority and disadvantaged persons;
131There was a dearth of existing successful

programs seeking to ameloriate the
employment situation in the area.

The day-to-day immersion and investigation during
and after the organizinn of the IMC resulted in an
additional analysis:

- The labor and general economic situation in the
target area was much more complex than industry
hail projected: there was a high degree of
employment, increasing every month.

- There was, however, a decreasing need for unskilled
manpower. Plants were being automated, and
working forces cut back

I

V PREPARATION OF THE !MC: METHODS AND PROBLEI

Although the amount of dollars invested in Contra
Costa County increased in the five-year period
preceding the establishment of fl /C, the amount of
employment did not increase accordingly.

In addition, part-time farm work and seasonal work
in canning factories decreased,

In Contra Costa County. between the years
1E58.1968, employment increased by 50% or 48,000.1

However, the growth was not consistent around the
County: in the nearby community of Concord, wages
rose six times as fast as they did in Pittsburg,2

In the PittsburgAntioch area, between the years
1958 1968, the population increased 75%. Yet
industrial jobs increased only by 10%.3 The
non white unemployment rate in Pittsburg foi 1960
was three times the white rate. Blacks comprised less
than 10% of the total Pittsburg population.

From the contractor's varlage point, several
possible speculations are possible: the industrialists
and civic leaders misread the problem of
unemployment in their areas, they wanted a "new
program" so badly that they did not stop to analyze
precisely what kinds of services were to be offered by
the IMC; they saw a large number of unemployed
people, including signigifant numbers of blacks and
Mexican-Americans, and were concerned about the
possibility of racial disturbances similar to those
which had been occurring around the country; thus,
any program which purported to he -dealing with the
minorities" was favorable. They could say, "Sure,
we'll help all we can."

The contractor believes the center's early days
would have been more productive had there been
independent preplanning, a joint
governmcntindostry analysis of the economic and
labor situation of the community, one which probed
beneath the surface of the industrial sts' and agencies'
welcome.

S nce ro ore era; quite sure of the characteristics
of the target population, asset-14.)y of potential
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V PREPARATION OF THE WC: METHODS AND PROBLEMS

Although the amount of do 'ars invested in Contra
Costa County in-reased is the fiveyear period
preccdng the establishment of IMC, the amount of
employment did not increase accordingly.

-- In addition, part-trine farm York and seasonal work
in canning factories decreased.

In Contra Costa County, between the years
1958-196'3, employmen increased by 50-J or 48,000.1

However, the growth was not cons stent around the
County. in the nearby community of Concord, wages
rose six times as fast as they did in Pittsburg.2

In the Pittsburg-Antioch area between the years
1958.1968, the population increased 75% Yet
industrial jobs increased only by 10%.3 The
non -trhite unemployment rate in Pittsburg for 1960
was three times the white rate. Blacks comprised less
than 10?.. of the total Pittsburg population.

From the contractor's vantage point, several
possible speculations are possible: the industrialists
and civic readers misread the problem of
unemplis. yment in their areas; they wanted a "new
program" so badly that they did not stop to analyze
precisely what kinds of services were to be of fered by
the IMC; they saw a large number of unemployed
people, including signigifant numbers of blacks and
Mexican Americans, and were concerned about the
possibility of r.a,:al d-slurbances similar to those
which had been occurring around the country; thus,
any program which purported to be "dealing v.ith the
minorities" sues favorable. They could say, Sire,
we'll help all we can."

The contractor believes the center's early days
would have been more productive had there been
independent preplanning, 3 joint
government-industry analysis of the economic and
labor situi4tron of the cnrnmonny ,Erich 21(MIA
beneath the surface of the i..tijstria....; and agencies'
welcome.

Snce no one r ss quite sure of the characteristics
of the target population, assembly of potential

enrollee profiles proved to be one of the first
priorities for the functioning IMC.

The next was to communicate this knowledge and
understanding to the industrialists, bus,ne:srnen and
the community power structures. It is anticipated
that the methodology will be a pre-requisite and
functional part of any replicated IMC. Industry,
could be anticipated, needs a greater rj

knowledge of the potential enrollee
As the IMC dug in, it learned the Job .r

not as open to unskilled workers as proj+:
authorities. While some of these were .
support of the manpower training, their
personnel were not committed to offering .

Often they were hiring with an eye tr..
prowndIA could perform adequately t..-
the ladder where the true rank and file ,QE
regard, they tended frequently to "v.,
type of clentele the IMC served.

This has been a changing situation
running in favor of the center.

Community leaders, institutions Safi
were, if not hostile, watchful rather thLm
This has changed considerably.

The target populations, as
uninterested and skeptical. Successful
changing those images.

It is now apparent that a strong, e perL
development staff should be in an are,,
prior to the opening of an IMC, pre-
economic surveys, establishing cont,,.
corporate establishment and the small(
and training the local staff to complete ti E'

Actually, while this will make the kst..
advantage will be relative. Until an oper,t
begins to produce qualified graduates.
community acceptance will b low, Th. ,

of the poor, industry, official agr
community leaders need to be show p
can produce before they will begin to
commitments necessary for ultimate sorer
more spadework is desirable, but only ,

as



operational program can begin to influence a
community such as Pittsburg-Antioch.

By the time contract negotiations had been
completed between the Labor Department and
LISR&D, there had been, of necessity, considerable
contact and inquiry with many individuals in the
community. There took place a penomenor
common to any news in a smallish city - the
multiplying, to varying degrees, of information and
misinformation about the whole affair: what kind of
orogram was it going to be? What kind of sponsor did
it have? Who was to be involved? Would it compete
with other programs? In the very tightly organized
community of Pittsburg, there developed
considerable resistance to the idea of a program
coming in from the outside, to a program to be run
by a profit making concern from "back east", indeed,
from New York!

Representatives of the Downtown Merchants
Association requested both the Manager of the
Chamber of Commerce and the Pittsburg Chief of
Police to contact other cities in the Southeast where
the contractor had run similar programs: they wanted
to know R&D's reputation, and what had been done
with and for poor people. What kind of social and
economic awareress would it bring to the deprived?
Were the purposes constructive or destructive?

This concern was repeated in talks with many
citizens over the past year, It was revealed strongly at
a meeting of the Pittsburg Planning Commission,
which was acting on a request for a building use
permit for a proposed center site in the downtown
shopping district. The commissioners spent several
hours discussing the application, concentrating teleir
comments on the necessity for adequate fire exits,
and the availability of sufficient downtown parking
facilities. Senior IMC staff were present, and had
explained the program The City Manager, who 'sad
been approached beforehand, was much in favor of
granting tee permit. The others vacillated, and it was
clear to incase. present at the meeting that the
questions the commissioners v.iere really considering
were not those they we-e discussing. There wiaa
obviously en sir-.articulated concern about the public
reacticm to facilitating plans which rMght bring large
numb' 'a of 'unemployed- to the downtown area.

3.0

It is relatively easy, in terms of the total Warr
expanded by a project of this kind, to approach thi
community thoroughly, and to lay careful
groundwork for lull scale arrival. Negotiations,
because of their nature, raise some hopes and fears
some real, some imagined, Groundwork should
attempt to allay the fears generated by the rumors of
a program, and by the contract talks and discussions.
It is essential to convince the local people that not
only will and sho.rld they be involved; but they
should also be approached in such a way as to make
them understand their advice and experience is being
sought, and to give them credit for their forethought
and insight.

It is important, while doing this spadework, that
the center's unique status independent of other
agencies, although inviring cooperative linkages be
carefully explained.

This necessity can be seen in the early relationship
between the 1MC and an established agency_ The
agency offered total cooperation, including work
space at their facility. For an "outsider" this was too
generous an offer to overlook. Therefore, trainee
recruiting and community contact work was
conducted from this agency. IMC, naturally, made
every effort to demonstrate its own iedepariee.nce,
but, as can be suspected, it became common
knowledge that the IMC was located at :his agency,
leading to the inaccurate assumption that the two
were ()posting a joint effort

IMC subsequently dissevered thet this agency had
not achieved a particularly good name with the poor
and and primarily black community it was seeking to
serve, nor with the white establishment pourer
structure. It wasn't until several months later, wren
members of the staff had deiNelopecl trusting
friendships with target residents and local leaders,
that this information was validated. By this time, the
center had moved to its OV,r1 facility and rapport with
both corrananities was established - hat only et the
cost of valuable hone.

In general, the process of r:stehlrrhine a center
this sooli stk.:toil area toel, longer aad :as more
dIfftLuq than the cri ear actiar had caper- ,pool in an),
otl'er locatiun. in Bridgehn, Neer, Jersey, 1,,r

example, .t took E,,,-+Ltly thine to ell i.e. 5. t ,

find an appropriate site, recruit and 11-1,n local Hi...re
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It is relatively easy, in terms of the total effort
expanded by a project of this kind, to approach the
community thoroughly, and to lay careful
groundwork for full scale arrival. Negotiations,
because of their nature, raise some hopes and fears
some real, some imagined. Groundwork should
attempt to allay the fears generated by the rumors of
a program, and by the contract talks and discussions.
It is essential to convince the local people that not
only will and should they be involved; but they
should also be approached in such a way as to make
them understand their advice end er perienre is be'ng
sought, and to give them credit for their forethought
and insight.

It is important, while doing this spadework, that
the center's unique status independent of other
agencies, although inviting cooperative linkages be

carefully explained,

This necessity can be seen in the early relationship
between the IMC and art established agency. The
agency offered total cooperation, including work
space at their facility. For an "outsider" this was too
generous an offer to overlook. Therefore, trainee
recruiting and community contact work was
conducted from this agency. IMC, naturally, made
every effort to demonstrate its own independen
but, as can be suspected, it became cc ;anon
knowledge that the IMC was located at this igency,
leading to the Inaccurate asFumptiun that the two
were operating a joint effort.

IMC subsequently discovered that this agency had
not achieved a particularly good name with the poor
and End primarily black community it was seeking to
serve, nor with the white establishment power
structure. it wasn't until several months later, when
members of the staff had developed trusting
friendships with target residents and local leaders,
that this information was validated. By this time, the
centre had moved to its own facility and rapport with
both communities was established but only at the
cost of valuable time.

In general, the procces of est,,l-l'seing a center in
this seplvstIcated area lock longer cod ,sic more
rlifticult -.hart the conti,-. tor had experienced in any
other :clean-in. In E. dgeton, New Jevey, for
example, it took exietly three viecks to arrive, set ore
find an appropriate site. recret and train local stall,

recruit trainees and begin the session. in Pittsburg, it
was months before classes opene 1 a temporary
site.

By traditional standards, len weeks is not a long
time, but in a cost-conscious operation, set-up tirre is
unproductive I me in the specific terms of haining
unemployed; in the generalized goal of enlightening a
community, it is time well spent.

Finding a suitable center building in Pittsburg
proved to be an impossibility. IMC required 6,000
square feet of air-conditioned space. The place first
selected in the downtown area required extensive
repairs and the facility ultimately was rejected.

As 1MC staff began to scour the area for other
possible sites, only a few were discovered. One was a
group of small stores. Another was the huge
abandoned administrative building of Ethyl
Corporation plant between Pittsburg and Antioch.
After many calls it was discovered that the renovation
cost would be prohrhitive.

Because of concern about IMC's credibility with
the trainees, and because no real prospects were in
sight for a center, it was decided to request
permission to open temporarily at an elementary
school in Pittsburg,

It was at this point, towards the end of July, 1968,
a!ad about 2'4 months since IMC personnel had
arrived on the seene, that the first signs of
community support for the center began to develop
when the School Board voted unanimously to lease
10 classrooms to IMC for a three creek period. The
editor of the Pittsburg newspaper and various
community leaders began to help in the search for a
long term locatiren.

When a suitable build .rig was found in Antioch, six
miles away, careful thought was given to a possible
move. The building was a onestory, attractive
structure in a square, opening on an airy quadrangle
with flowers and plants, and a small tiled pond. The
rooms were adequate in size, although snrere.eh,=it on

sin..'1 side. There seemed to he jlisr enough space.
The distanre born Pitt!,h,irg would CJUSC some
transportation plobIems. ficeeier, this would gibe
the trainees practice in arrongng Car pools, and
rein'orcing the ouvice that they get their curs and
lice,i5e5 in working older.

3 L.



The negatives, however, were great. Antioch is an
all-white town and, except for the large industries in
Antioch, virtualy no one was aware of the existence
of the IMO, Whatever prorating, explaining, involving,
including, etc., had been donna in Pittsburg, less had
been done in Antioch. The whole procedure would
have to begin again; in addition, the trainees would
have to be convinced to enter what most of them
considered justifiably to be alien territory; the
building would have to be prepared rapidly; and all
this would occur while the first cycle of a new proiec.t

was beginning operations with a partially green staff.
The decision was made to transfer to Antioch.
What actually resulted was that one sur

Monday morning, the IMC appeared in Antioch as a
jail urn irrip/i.. very few Ant ochans knew what it was
and from whence it had come.

The pool hall across the street had been
incorrectly described as a hangout for local "white
toughs." Many people were apprehensive. This time
however, friendly contacts in Pittsburg could help
pave the way. And, aside from a few broken windows

VI CENTER STAFFING AND TRAINING: PROBLEIviS AND POT

A theory of the R&D operation is that the
corporation can train people in the new techniques,
aild can afford to take the time to meet the complex
problems of training local people to fill these
complicated and unique positions.

One of the key and singular positions is that of an
HRD trainer. This person must get behind the facade
and frustrations of the poor. He must be uniquely
ax l'ad to sfip away what most employers feel is a
layer of hostility towards employment and towards
sc e e ty,

U. S. R&D has developed a Human Resources
Ccrricvlum to do this jab. The corporation trains
pei pie to teach within this curriculum. Of necessity,

e local conditions, and the personal attitudes cf
rich trainee, make the curriculum flexible, and place
ry,..it demands on the trainer and on the training
st If As a result, a high attrition rate of local
paisgnnel is expected.

A trainer must be many things. He has to be quick
tt J and quick-tongued, callous at times,

inric,,,a' we, ready to experiment, imaginative, ready
t nom his mistakes, and interested in and
dwi AO to what he is doing. He also has to have a

confidence in h rnself and in what he. is

,itr2rn; ng to do, so that cruel and unkind comments
y trainees do not woand deeply.
Theire is no question that being a trainer at IMC is a

lie ending job. The ten hour day is common.
It iners are clealinj with unusual problems, in

addition to the expected ones of teaching basic
education or le,,ding HAD sessions. They have to
contend ivith and .,:han nel into learning experiences

alcoholic trainees; others addicted to or !errip:,i,d
by narcotics; hostlu and bitter trainees: and
unmotivated c:incliclates.

The tralners are responsible fur follow ups en
graduates from previous cycles; they have to make
frequent personal visits; check into attendance
poblenis, accompany trainees to job interviews;
appear in court to vouch for and sometimes serve as
cour sellor for arrested trainees; and he available to,
°lathe-spot counselling.

These demands, when coupled to the contractor's
desire to train inexperienced local people on the job,
mandates a high and expensive turn over rate. It
means that a constant training program roust be an
integral pal t of the program. It demands that a
director be a strong person, who not only turns Oul
to the community, but in to the needs of his staf. f.

Staff training on advance of the start of the first
cycle, origIally scheduled to last one creek.
extended an additional fri.e drys in order to increase
trainer

Training consisted of curria I .;n1 prer.entat.on and
grot.p dynamics Y.'ork during wit] :.L.nsiti.1:y
and management training in the r.rnrj - classes
lasting past midniuht. The lice in ceiling at a re,rhy
mulct was a Slrarn on those with families, and the
untrii and training directors It rl hr spurid



was beginning operations with a partially green staff.
The decision was made to transfer to Antioch.
What actually resulted was that one summer

Monday morning, the IMC appeared in Antioch as a
fait uccrimpli: very few Antiochans Knew what it was
and from whence it had come.

The pool hall across the street had been
incorrectly described as a hangout for local "white
tcughs." Many people were apprehensive. This time,
however, friendly contacts in Pittsburg could help
pave the way. And, aside from a few broken windows

and name calling the first week, events progressed
relatively smoothly.

1. CAMPS survey, planning for FY 1970,
circulated in March 1969.

2. CAMPS survey, planning for FY 1970, circulated in
March, 1969.

3. CAMPS survey, planning for FY 1970, circulated in
March, 1969.

NTER STAFFING AND TRAINING: PROBLEMS AND POTENTIAL

addition to the expected ones of teaching basic
education or leading HRD sessions. They have to
contend with and channel into learning experiences

alcoholic trainees others addicted to or tempted
by narcotics; hostile and bitter trainees; and
unmotivated candidates.

The trainers are responsible for follow ups on
graduates from previous cycles; they have to make
frequent personal visits; check into attendance
problems; accompany trainees to job interviews,
appear in court to vouch for and sometimes serve as
counsellor for arrested trainees, and be available for
on-the-spot counselling.

These demands, when coupled to the contractor's
desire to train inexperienced local people on the job,
mandates a high and expensive turn-over rate. It
means that a constant training program must be an
integral part 'of the program. It demands that a

director be a strong person, who not only turns out
to the community, but in to the needs of his staff.

Staff training in advance of the start of the first
cycle, originally scheduled to last one week, was
extended an additional five days in order to increase
trainer capabilities,

Training consisted of curriculum presentation and
group dt,riainic s Owing the day, and scil.raInnly
and managi.mlent training in the evening classes
lasting past midnight. The live in setting at a nearby
motel was a strain on tlicse with families, and the
center c.nst training directors hod to spend

considerable time placating frazzled husbands, and
trying to convin.,r the unsure they had the
qualifications to remain.

Each candidate for a staff position was carefully
informed that the job would entail long hours and
hard work, and occasional night and weekend work,
and that frusti, tion and overwork ware common
by-products of the job.

Despite this, there was never a shortage of job
applicants, and from them a great deal was !earned
which will not only be applicable during future cycles
of the center but for any program which replicates
this model.

Rather than rely emirely on referrals from public
and professioaal employment agencies, community
groups and leaders, the Center used local newspapers
to advertise approximately twenty open staff
positions. During the first week of June 1968, over
200 people applied for staff positions. In the year
since, more than 100 additional people filed
applications and were interviewed.

In selecting the original local staff, IMC 197rned
that a high school diploma or two years at a local
junior college d d not insure an individual would be
competent in the reading writingspelling arithmetic
aspects of the job as en IMC trainer. Despite their
paper credentials, several newlyhired local staff
members were deficient in academy. performance.



As cou!ct be anticipated, some people accepted the
responsibility of the job who were not able due to
family commitments or personal inclination to
respond favorably to such conditions. As the center
policy deve'oped, any candidate who expressed mere
than normal doubt about her husband's reaction, or
his wife's reaction, or his own react.on, was let go; no
cajoling was attempted. As a result of this, the
subsequent staff retention rate was increased.

For the second cycle, six new staff members had to
be hired; for the third cycle, five new members; and
for the projected fourth cycle, only two new staff
members are required.

Train.ng continues on-the-job, and at periodic
sessions with eurricu'urn and management spec, lists

In recruiting top administrative personnel, a
year-by-year federally funded project prescots
difficult es in interesting the most successful local
business, community or agency managers.

While R&D can offer corporate security, it could
mean relocation for a locally-hired administrator if
the project were not refunded, or if a local organic
ation did not move into sponsorship. In other R&D
projects, particularly in the south, the sYary level and
the proximity of alternate sites enhanced the
recruitment of local acIministrators.bligher California
salaries, and the remoteness of the PittsburgAntioch
facility from other R&D centers, made local
recruitment for administrators and managers more
difficult.

In all probability, these local rramigers would have
families, and would not be mobile enough to accept a
year's employment in Antioch, and then be shifted to
another R&D center somewhere else in the country,
if this one contract were not renewed. If they were to
come from an industry, they would lose their
seniority and benefits.

It is an interesting fact that dB' R&D senior staffers
who came to est,,b'ish the center were single, without
immediate family responsibilities. All had worked at
Other R&D centers. and were used both to the rigors
of moving to a new city, working 12 hour days ano
wect.ends and getting together a cent

Of the tv,-citly-four people who left or s,hcre
transferred during the year, eight were fired because
of inability to do the work, get along with the
trainees, or function under continue pressure, and 16
left for t,t1E1 101:5, either at higher pay, cr more in

.e*



Tine with their personal interests, and more in keeping
with traditional working hours and conditions. For
many of these, IMC training was a step ladder to

advancement.
Of the 24 staffers who have left IMC, six were

HRD trainers, 12 were basic educational trainers,
three were secretaries, two were job developers, and
one was a trainee coordinator. They worked from
two weeks to 10 months. Twelve of those who left
were under 25 years of age, six were between 24-30
years, six were over 31. Eleven of the 24 were single
and 13 were either married or had family
responsibilities. Fourteen were female, 10 were male.
1. Average length of stay, employees hired locally, no

longer employed by IMC 3.4 Months

2. Average length of stay, employees hired locally,
still employed at IMC 7 5 Months

3. Averuge total length of service of employees with
prior USR &D service before assignment to California

8.5 Months

4. Average length of stay of USR&D employees at
Pittsburg-Antioch Inc ........ ...5.0 Months

(Figures do not include administrative positions)

In its other centers, R&D has moved some former
trainees into training positions, particularly in the
area of basic education, or as assistants to HAD
instructors. This movement, of course, has enormous
advantages. This is also being tried at Antioch,

The first attempt with a trainer did not work out
well, but utilizing that experience a second trainee
has been hired for advancement. Steps were taken to
make sure that this trainee first comoleted the IMC
course, and then he underwent the same training as
staff, and given, n addition, considerable
individualized tra-oing, The staff is taking great pains
to consider him one of them and no longer a trainee.
Long discussions concerning h s own altitudes
tavards the program, staff, and his forever

fellow trainees and friends are bee g held.

Furthermore, no pron.iscs or suggested promises had
been made him at the beginning of the cycle,



althoLgh staff had perceived most rapidly his
intelligence and capabilites His personal life was
filled with many probl ms similar to the first young
man. He had been in jail and is currently on
probation. IMC will insist he gets a telephone, and
will do what it can to intercede in personal problem
areas befr,re the problems become too serious. He is
an intense, thoughtful individual, with his own brand
of black militant passion, and a strong personal
identification with the target population.

Each senior staff change at the Center was in
response to a need and helped to strengthen certain
felt needs in the structure (training, administration,
recruitment, job development, placement). The
contractor's depth of personnel enables it to move
men around rapidly to fill exposed needs. For all
practical purposes, the Pittsburg-Antioch
demonstration has received first priority and has
received the attention of a number of senior R&D
staff members. At one time or another, three of the
top R&D staff members, At one time or another,
three of the top R&D staffers (one a woman) have

A substantial portion of the local black
community lives in an area which is geographically
part of Pittsburg. but which is technically not
included in the city. It is controlled by the Country.
And, as Shakespeare once wrote, "There's the rub."

The El Pueblo district is primarily a low cost
housing, black ghetto. Al' public services are provided
by Contra Costa County: police (by the Sheriff's
office), fire sanitation, emergency hospital care and
utilities.

Thr residents of Et Pueblo consider themselves
citizens of Pittsburg. They attend Pittsburg schools,
visit freely with friends and relatives insicle. 'Se city
limits, yet, for toting purpose, they are reside.. '

the County and can not ...ote for city officials and can
not work in city jobs. Although the city's hospital
facilities are nearby, they must sill use these located
at Martinez, some tvainty mirrs away, because these
are the County's facilities.
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taken top administrative positions at Antioch. Almost
everyone in the corporate chain of command from
the trainees to the senior executive of the company
hz.ve had first-hand experience at Pittsburg-Antioch.

The current R&D center director is a black man
who was trained as a manager within the R&D system
and has served as a center director in two other
locations.

There is no doubt that staff, as much as procedure,
curriculum and management, is at the hart of the
R&D operations. The unusual length of time spent on
screening and training personnel, while costly and
sometimes undesirable from a traditional
management viewpoint, is necessary to the success of
not only this project, but the concept of an industrial
manpower center.

Candidd a blend of black and white managers is
needed. The same blond is needed for trainers. There
are few black managers in the country with the
experience to enter these top jobs. There are few
people, white or black, rrained in methods which are
unique and needed for training the had core

VII. THE GHETTO AND
THE "PROGRAM WEARY" TRAINEES'

The El Pueblo trainees at the IMC clam that the
county facilities are inferior to those provided by the
city. There is a running controversy in which the city
says it wants to include El Pueblo in its jurisdiction,
but cannot until the County fixes up the streets,
lights, sanitation, etc , to bring it to a "par" with the
rest of Pittsburg. The poor feel they are caught in the
middle of a technical argument which will not be
resolved.

In April, 1968, tot:owing the assassination of Dr.
Martin Luther King, rioting and violence broke nut ct
Pittsburg Senior High School. Many students, mostly
black, were arrested and subsequently expelled. This
he ghtened tensions in the area.

One week before the opening in July. a
disturbance occurred in El Pueblo between the
residents and the County police. The inch' it
ins, ired shootint, ',01icerncri in riot gear, arrests and
woundings, and consi-ioialili cr ifusion. Sei.rerar of



taken top administrative positions at Antioch. Almost
everyone in the corporate chain of command from
the trainees to the senior executive of the company
have had tirst-hand experience at Pittsburg-Antioch.

The current R&D center director is a black man
who was trained as a manager within the R&D system
and has served as a center director in two other
locations.

There is no doubt that staff, as much as procedure,
curriculum and management, is at the heart of the
R&D operations. The unusual length of time spent on
screening and training personnel, white costly and
sometimes undesirable from a traditional
management viewpoint, is necessary to the success of
not only this project, but the concept of an industrial
manpower center.

Candidly, a blend of black and white managers is
needed. The same blend is needed for trainers. There
are few black managers in the country with the
experience to enter these top jobs. There are few
people, white or black, ;rained in methods which are
unique and needed for training the hai 1 core

VII. THE GHETTO AND
THE "PROGRAM WEARY" TRAINEES'

The El Pueblo tiainees at the IMC claim that the
county facilities are inferior to those provided by the
city. There is a running controversy in whin the city
says it wants to intrude El Puebl in its jurisdiction,
but cannot until the County fixes up the streets,
lights, sanitation, etc., to bring it to a "par" with the
rest of Pittsburg. The poor feel they are caught in the
middle of a technical argument which will not be
resolved.

In April, 1968, following the assassination of Dr.
Martin Luther King, rioting and violence broke c At at
Pittsburg Senior High School. Many students, mostly
black, were arrested and subsequently ei.pelled. This
heightened tensions in the area

One week before the opening in July, a
disturbance occurred in El Pueblo behscen thsi
residents and the Co inty police. The incident
involved ;hooting, policemen in riot gear, arrests and
woundings, and consieeirable cont,.ion. Several of

unemployed.
Yet the relevance of these men and women plays a

key role in the operation of the Center. What they
contribute, above and beyond their official functions,
is an intimate understanding of what is behind the
attitudes of the trainees. They are not only role
models to be emulated, they can speak back "eyeball
to eyeball" with a trainee, understanding the
frustration, having lived through it, but showing that
determination, changing conditions and a certain
amount of luck can combine to create success if the
trainee is willing to abandon this shell and start down
the right road.

It is not easy, as the trainers and staff will attest.
The work is difficult and long. The turn-over rate of
those ..vho try is high. But for those who stick it out,
the rewards are in the lives changed. In a tight
community like Pittsburg-Antioch, the several
hundred graduates can have a tremendous impact on
the future of that area, opening up the doors to
non-violent cooperation and understanding at a level
far above the goal of this project.

those arrested and wounded were scheduled to begin
training at the IMC.

This incident again raised the level of tension,
leaving all the people of the city and county shocked,
nervous, bitter, afraid and angry.

The situ,tion, however, gave the IMC its first
chance to demonstrate its ability to function within
bt,th the minority community and the establishment.

The Pittsburg police chief, who had already been
approached by IMC senior staff in a courtesy call
bind who had, at the request of local businessmen,
called other cities in which R&D had been located)
was invited to visit with some of the human resource
development groups to discuss the recent turbulence.

To the surprise of some of the trainees, he arrived,
alone, The session was candid and heated. It lasted
longer than the normal class period. The anssris wee
n 5.-iti,fying to either side, but it opened up a
channel of communications which h is helped the
center, and its trainees, understand each either.
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After the chief had gone, the trainee; decided to
call the sheriff who the police chief had said had the
jurisdiction for El Pueblo. The undersheriif
resr onded and came to their HRD session.

For the contractor, this incident e d the two
discussions provided a direct insight into the tensions
of the community and the gap which existed between
the trainee and those who would be expected to
respect the trainee and hire him for responsible
employment.

As a group, the trainees were anti-local
estabtishirrentThey felt repressed, but were not docile,

,!fore !!tart half of the trainees had arrest and
conviction records, ranging fn tn rape and armed
r bhcrv, rut disturfnig INc peat e. ro possession and
sale 0! mare 1icS, 1'0 failbrc to appear or traffic
warrants. Front the employers' ViC(41,1 Jiffy
percent Here already ineligible for criployment (qt
the basis r,f their am-sr records aiime.

They had also "failed" in school. Although the
average last year of schooling was the tenth grad, the
average entrance scores on the Stanford Achievement
test were 6.3 (cycle I), 6.7 (cycle II), and 6.4 (cycle
III). (These scores(' rciude the special classes for
non readers.)

The trainees could articulate and express their
dissatisfaciton with the "system;" and their
dissatisfaction with traditional educational methods.
They demanded changes and better lives for
themselves And they were aware of what was
happening in their communities to produce or retard
these opportunities.

Many tf the men, and a good number of the
women, had worked at one time or another at the
large factories along the river between Pittsburg and
Antioch: Johns Manville, U. S. Steel, Glass
Containers, Fibreboard, Crown Zellerbach,
Continental Can. Of the 360 graduates, 175 admitted
to having had at least one job in one of these
factories. The breakdown is as follows:

Number of graduates who admitted to having
one factory jt..b prior to enrollment at !MC .. .101i

Number of graduates who admitted to having
two factory jobs prior to enrollment at IMC .43

el

Number of graduates who admitted to having
three factory jobs prior to enrollment at IMC .

Number of Graduates who admitted to having
four factory jobs prior to enrollment at IMC

The others almost without exception knew sever,
people, including dose relatives, who had at one tin-,
or another worked in these factories.

The trainees made it very clear that they did n-
consider working at these factories to be what the
called the "cat's pajamas," even though the ent
level wage in some plants reached S2.99 per hot,
They said they were seeking open-ended jobs whet
they could advance to what they believed the level r-,
their talents. Some of these goals, of course, wer
unrealistic, but they diddemonstrate the desire t

move ahead within the system, provided that syste
gave them an opportunity at a par with others.

Aspirations also often were mixed:

- "I do not want to go back into constructioi
work." Enrollee Curtis Brown.

"I would like to drive a pickup truck.
--Enrollee J. F. Carrp.

"I would tike a white-collar job, and sit behind .
desk." Enrollee B. J. Ervin

The trainees had real problems, with police
money, women, men, drugs, jobs, and they wanton'
real solutions, sometimes solutions far beyond th,
scope of an employment program.

State welfare stipends are better than average. A
woman with a child receives $148 per month, W.,
medical and other benefits. Most of the men said the
had "hustles" which produced for them.

There was a significant drug culture in th,
community, involving the use and sale of marijJana
speed, crank, barbituates, and amphetamines
was true among scone of the tr,--uees from Pitt,l)or
and also among sore of the teenagers of Ant 'c hl.

The majority of the target prvpu' ttion in th,
Pittsburg Antioch area r,era factorywealy. articular,
and harrassed, pOSsev.ing sells which in many cask
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Number of graduates who admitted to having
three factory jobs prior to enro iinent at IMC ..18

Number of Graduates who admitted to having
four factory jobs prior to enrollment at IMC ... .8

The ethers almost without exception knew several
people, including close relatives, who had at one time
or another worked in these factories.

The- trainees made it very clear that they did not
consider working at these factories to be what they
called the ''cat's pajamas," even though the entry
level wage in some plants reached S2.99 per flour.
They said they were seeking open-ended jobs where
they could advance to what they believed the level of
their talents. Some of these goals, of course, were
unrealistic, but they didliemonstrate the desire to
mote ahead within the system, provided that system
gave them an opportunity at a par with others.

Aspirations also often were nixed:

"I do not want to go back into construction
work." Enrollee Curtis Brown.

"I would like to drive a pick-up truck."
Enrollee J. F. Camp,

"l would like a white - collar job, and sit behind a
desk." -Enrollee B. J. Ervin

The trainees had real problems, i.eitin police,
money, women, men, drugs, jobs, and they wanted
real solutions, sometimes solutions f, r beyond the
scope of an employment program.

State welfare stipends are better than average. A
woman with a child receives S148 per month, plus
medical and other benefits. Most of the men said they
had "hustles" which produced for them.

There was a significant drug culture in the
community, ir.olving the use and sa'e of marijuana,
speed, crank, barbituates, and amphetamines (this
was true among some of the trainees from Pittsburg
and also among some of the teenagers of Antioch).

The majority of the to get population in the
Pittsburg Antioch area Vier a factory-weary, articulate
and hatrased, possessing skills which in Many cases

they were unaware of, and possessing ambitions of
vast and varying proportions. Job aspirations
were often out of line with academic and other
qualifications. Their responses tacked the necessary
specifications. They wanted "inteleeting" jobs, and
"good" jobs. Their problem was not tack of previous
employment, but a garbled, confused, irregular work
record. They had had negative school experiences,
along with unhappy work days. Paying taxes,
especially to the residents of the El Pueblo area, did
not seem to make arty sense at all because they were
so far removed from influencing or participating in

the government which ruled them.
Money for food was not a big problem, and the

MDTA stipend they received was considered by most
to be "mickey mouse stuff" (which is not to suggest
that they did not fight for every penny they thought
was due them, and for some pennies which were not).

The cities of Richmond, Oakland and San
Francisco are nearby, and have had their influence.
The black movements and general racial tension in
Richmond especially have produced I ecal Black
Panther groups, and many Black Muslim converts.
Organizers and leaders from the big cities have been
in Pittsburg, on and off, for several years.

The program-weary trainees were not initially
impressed with a program which promised to help
them get jobs in factories, which, to them, provided
little security, frequent lay-offs, and low prestige
value.

While the Anglo, and usually young, trainees from
Antioch and West Pittsburg shared some of the
attitudes and life styles of the black El Pueblo
residents, the Mexican-American trainees from the
delta areas and farming communities of Brentwood
and Oakley were on the other side of the scale.

The rna,ority of the Mexican-Americans were older
and more settled, with large families and substantial
welfare allotments. Their employment histories were
more limited to agricultural work and they often
revealed a kind of shy reluctance to seek work in the
large industrial plants.

This section, necessarily, has generalized about
If,'; trainees in a wey that seldom occurred during
the first year of operation. To succeed, in training, in
job Fla Amen t and job retention, the Center had to
recognize each trainee as an individual with individual
cr ncerns and incl.vidu al goals.
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Recruitment for Cycle I was difficult. Despite
door-to-door canvassing, referrals from agencies, radio
and television spots, and employment of local street
leaders, several more weeks had to be spent at
recruiting than expected. About 400 peop'e were
interviewed, and tested, for the 150 which were
accepted,

For the first cycle, a successful applicant had to
pass through four distinct procedures: an intend ir..v;
testing; medical exam; and certification by the
California State Employment Service. Many of the
applicants could not be accepted because they ha..t
physical problems, they lacked one year's wort.
experience, they were not single and self supporting
or head of household (hence ineligible for the
stipend), or because they were determined not to be
truly interested in the program or in going to work.

For the second cycle, [MC had expected its
word -of -mouth reputation to increase the numbr-, of
"walk-in" applicants, making door-to-door and
bar-to-bar canvassing unnecessary. Not so. The
recruiting techniques had to be used again.

Even so, recruitment for the second cycle was
easier. Many first cycle rejects were recor.siderccl,
IMC graduates were hired as recruiters and could 9.'vt
the Center the stamp of their personal approval. The
word had begun to spread and many people came in
because they knew a Cycle I graduate who had gotten
a job. The word also was getting around that IMC
staff had been helpful in court, a place where many
potential trainees need assistance. (See "Success
Stories," Section X.)

Approximately 450 people applied and were
processed for Cycle II. MDTA certification was made
easier by CSES personnel stationing themselves at the
Center for the fist few clays of the cycle a

tii eak through in inter-agency 0,0per,ition, sly e

previously had not out-stationed its personnel.
Thus, the "processing" procedures were cut almost

in half, and fewer applicants lost out on consideration
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VIII. ENROLLEE RECRUITMENT
fa

because of failing to arrive at an appointed place at a
certain time. There were four weeks between the end
of Cycle I end the start of Cycle II, with half of the
staff devoting full time to recruitment and half to
placement.

Between Cycles II and III, only three v..eeks
elapsed, in order that there would be several weeks
a-.',3,1rtle after the conclusion of Cycle III, and before
the expiration of the contract, to work exclusively on
jub development and placement.

Recruiting for the third cycle was the easiest
0%.er GOO people were interviewed and tested during
this time, and a greater percentage than before proved
to be eligible for the program.

C.s each cycle began, the Center would receive
phor 0 calls from various agencies, inquiring why

of their clients had been rejected. A small
..icentage of the rejectees also called, or followed

t he s...ggestion in the IMC letter of rejection by
coninji into the Center to discuss the reasons.

but at the start of Cycle III, there was an
a.'alanebe of agency calls, and an equal avaleiche of
trate unsuccessful applicants. in several cases, reverses
in decisions were made, because of great perseverance
or, the applicant's part, or because some data had
been overlooked. The conclusion of IMC was that it

ri become, if not popular, at least respectable
enough that being rejected was "out." (One rejected
i;Iplicant -Mended classes for three days before he
was discovered and then was formally enrolled fur his

.0Si:et ion and perseverance.)
Bt. ing "In" did not mean gratefulness, or "settling

do.% n or apply oneself. At tha outset,
.ttk21,1,-Ince was erratic; classes were noisy, and often
1y-et by walk-outs and othe: disruptive behavior;
gainer.; %%fie skeptical and stole cue orbs and food
fi m the recreation will across the streLl.

F or J iev7, the center was a lark, easy to put on, a
goad lice to hang out with friends and pass the

[yen those who needed to learn, knew it,
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VIII. ENROLLEE RECRUITMENT
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because of failing to arrive at an appointed place at a
certain time. There were four weeks between the end
of Cycle I and the start of Cycle II, with half of the
staff devoting full time to recruitment and half to
placement.

Between Cycles II and III, only three weeks
elapsed, in order that there woild be several weeks
available after the conclusion of Cycle Ill, and before
the expiration of the contract, to work exclusively on
job development and placement.

Recruiting for the third cycle was the easiest
over 600 pecple were interviewed and tested during
this time, aeid a greater percentage than before proved

eligible for the program.
As each cycle began, the Center would receive

phone calls from variocs agencies, inquiring achy
some of their clients had been rejected. A small
percentage of the rejectees also called, or followed
the suggestion in the IMO letter of rejection by
coming into the Center to discuss the reasons.

But at the start of Cycle III, there was an
avalanche of agency calls, and an equal avalanche of
irate unsuccessful applicants. In several cases, reverses
in decisions were made, because of great perseverance
on the applicant's part, or because some data had
been overlooked. The conclusion of IMC was that it
had become, if not popular, at least respectable
enough that being rejected was ''out.'' (One rejected
enplicant attended classes for three days before he
was discovered and then was formally enrolled for his
motivation and perseverance.}

Being "in" dI rot mean gratefulness, or "settling
down,'' or "applying" oneself. At the outset,
attendance v,as erratic, classes v.ere noisy, and often
upset by wark cuts a:1d otl-er disrupt', e behavior;
trainees v.ere slicptieal and stole cue haVs and food
from the reeteati.,ri hall across the street.

For a few, the center was 1 lark, easy to put on, a
good p!.:Ke to h ng out with friends and pass the
t;m7. Even tho'a who needed to learn, and knew it,

had to be tough to maintain their self and peer
images.

But as classes continued, they settled in, taking
full advantane of the program, but always maintaining
their defenses. At graduation, perhaps, the defenses
were momentarily dropped.

Enrollee recruitment techniques followed this
pattern: Local IMC staff, under the direction of a
U.S. R&D trainer, canvassed poverty neghborhoods
in door docloor and bar-tobar recruiting. Nearly
10,000 flyers were distributed each cycle at churches;
homes; public housing units; supermarkets; pool halls
and bowlielg alleys; barber shops; restaurants and
bars: thrift shops; clubs and pubic agencies and
industrial plant narking lots. (A typical recruiting
leaflet will be found in the Appendix.)

Some of the most effective recruiting was done by
local residents employed by the Center on a per diem
Oasis. For the second and third cycles, RIC graduaies
not yet placed were employed to work on recruiting
teams with iocal center staff.

1 he Pittsburg radio station ran 60 second spots,
and a popular local bandleader plcggeri the Center in
public service announcements. Two staff members
were interviewed on a soul program of blues and jazz.
Newspaper ads were placed in all local papers. Movie
theatres in Pittsburg, Antioch and Brentwood an
slides on IMC as a public service.

Local industries posted recruiting notices i--nd
posters on plant bulletin boards, and IMC staff
distributed leaflets during shift changes in parking
lots and at Want yates, asking employees to ''spread
the word- to unemployed friends and relatives.
UMon halls and central labor council meetings were
coveied in the same way.

Cooperation from giver nrrent ' agencies and civic
groups was exc._ l'ent

Californla State Department of Employment
Counselors distributed leaflets and referred
applicants. The manager of the Piteburg office
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made available lists of more than 250 names of
hard-core unemployed, Letters to all persons on
these lists were reinforced by personal visits.
The director of training for U.S. R&D, IMC's
training director and his assistant training director
addressed 150 social workers of the public welfare
agency. Lists of potential applicants were received
from Social Service branches in Pittsburg, Pleasant
Hill and as far away as Richmond End San Pablo.

The Community Center in Port Chicago printed
and distributed news releases on IMC.

The Public Health Department offered office
space for IMC recruiters on busy clinic days.
Patients were interviewed and advised of the
program.

The President of the local Athletic Association
distributed flyers to all the local coaches.

One of the bilingual staff members met with the
presidents and members of several Latin American
Organizations. Other staff members addressed
their own congregations; pastors put notices in
their church bulletins, explained the program from
the pulpit and distributed flyers. IMC staff met
with the president and members of the Pittsburg
Ministerial Association.

The Deputy Director of the California Selective
Service Commission mailed fryers and other
information to Selective Service rejectees.
The county probation officer and the city police
chief advised their departments of the program
and referred potential applicants.

The Drop Out Prevention Officer of the City
School System publicized the IMC program to
both parents and students.

The State D partment of Rehabilitation and the
Pittsburg Director of Vocational Rehabilitation
accepted IMC rejectees as well as assisting the
Center vith referrals.



The large employers of the Pltts':nirg Antioch area
had been contacted and surveyed long before the
Department of Labo's contract ,%:ith the U.S. R &D
Coporation was executed. They were Interested in
the program's concepts, impressed by precious
successes and cornrnitted themssdves to support and
assist to the Center. But these attitudes were not
immediately translated Into jobs.

Aft& several -nonths in the area these specific job
facts became apparent, altering the emphasis
described in the original proposal and forcing the
development of new strategics:

Company No. 1 had been operating in the red for
the previous year, and anticipating further cullmo-ks.

Company No. 2 had hired 110 necv employees in
one and one half years;

Company No. 3 hired only one rie,,, empiny0i
each year

Only six local Industrial employers had made basic
job pledges to the National Alliance of Businessmen.
Of the 153 total pledges, 120 (dire from Company
No, 4. This plant was anticipating a strike in AurjJst
1968, and conseque:Itly nil little hiring in the
months preceding the expiration o' the contracts
its on on. Shortly alter the threat of the strike pi,,s,:(1,
the plant found it necessary to fay off 240
employees, and it continued to lay off .until
December 195B. At this tow the total laid off was
approximately 350. Before the I.,y off, it had f (led
70 of its 120 NAB pledges- The balances of 50 it ha:l
hoped to I ll in the spr mg of 1969 and, as much as
possible, f.011 IMC Cd111.10s in mpi tte.1
orders have I roiled hiring, and it hits r,rpplovtd d

Small fraction of the 50.
Company Ni 5 went 11-ellgh a prolonged

Toned rt to reduce work tune
to chintpi. hom Circe 01,115 to 1.s0 12 hours `ts
The personnel manager r ould off l...11Cp, et
for speakers and the, ow of imli.strrat trd neJ
materials

Company Ne. 6 dries not hue from Nosemlier
thrrugh January. and 00 not ha..e coy opc1,1)95
V.htn it was hiring -Th.s con,p3,1y. and ccccral other s,
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IX. JOB DEVELOPMENT AND JOB MATCH

tend to lay off employees with regular ity. Those
off are the ones Fined most recently. At one lot
plant, for example, tic IMC gi [ideates wee hired
V.lednosday, and a d off the following Friday.

arirliton, a series of strikes took place (lure.
the contract year which cut down on job openinfl
'The of ()sped of a strike meant that nest hiring ss.:.
curtailed unti' the threat was over; obviously. no o-
was hired while a strike was in process anti, after .

settlement, some time had to elapse before rAc

employees could b-a hired. (There st:iere 14 lab,
strikes in the per rod from June 1958 to April e
1959. lastirg ft on several days at ore plant to sever
months at another.)

These are precisely tin conditions which relega
against the conco3t of "plant" investment. TI

economics of industry always have the last word, ar
in the abuse situations men hired ,n an ":nmeell,c:
emp'oyment" bases would be back on the rolls of tl
unemployed and candidates for onotls .

federally sponsDred pie vocal onal program.

The omployment situation soon mandateri that th
IMC would need considerable help in jel
development.

The IMC contract budget reinfor:ed the conch'
that the center director lacting in conceit with th
industrial Advisory Board.), was 'he only real jr:'
developer, as had bee/ the cases at the contractor'
other Centers in the Southe,-.,st. An original coistiltar
request of S 9000 for IN1C "jo
development ,placernent- rigs cut to S6000 r;
provisliin hall barn made for tire hiring of a jr.,'
(kveloper, or lor an individaal er indrvidu:+ls :;h
could be solely responsible for opening up jobs W-
helping to match tr.inccs to S;J1S.

the cod of the first cycle, 14.1C hired Cr
local staff rnenlle to e:ork full tunic is thus fie!

in the second cycle, this .':as incre,:sed to t.:
and tcoyatil the (nil of the th of cyc'e. a thud pcisi,
v.-as added to this staff.

In any raw, deseloped sigruIrcant rThurbcrsr
johs, more thdcr enough for ei.ery Center gaduirti



IX. JOB DEVELOPMENT AND JOB MATCH

tend to lay off employees with regolarity. Those laid
of f are the ones hired most recently. At one loco'
plant, for example, ,wo IMC graduates were hired on
1%'cdnesday, and In d off the following Friday.

In addit on, a series of strikes took place during
the contract year which cut down on job openings
The prospect of a strike meant that new hiring was
curtailed until the threat was over; obviously, no one
v.,as hired while a strike vsa,s in process and, after a
settlement, some time had to elapse before new
employees could be hired. (There were 14 tabor
str kes in the period from June 1938 to April 21,
1969, lasting from several days at one plant to several
months at another.)

These are precisely the conditions which relegate
agr inst the concept of "plant" investment. The
economics industry always have the last word, and
in the above squat ons men hired in an ""mediate
employment'. bases would be back on the rolls of the
unemployed and candidates for another
federally spon3ored prevocational program.

The employment situation soon mandated that the
IMC would need considerable help in job
development.

The !MC contract budget reinforced the concept
that the center director (acting in concert with the
Industrial Adv sory Board), was the only real job
developer, as had been the cases at the contractor's
other CenfrIS in the Southeast. An original consultant
request of S 9 0 0 0 for IMC "job
development placement" was cut to 56000. No
provision had been made for the hiring of a job
developer, or for an individual or individuals v,,ho
would be solely responsible for opening up jobs and
helping to match trainees to slots

Tov,,ard the end of the first cycle, IMC hired one
local staff member to -work 1011 time in this field.
During the second cycle, th s was increased to
aril 10,.,ard the end of the third cycle, a third person
was added to this staff.

In any case, IMC developed significant numbers of
lobs, more than enough for every Center graduate.

How was the Center able to do this, especially in a
tough tabu' mai ket? 't%tat techniques were used and
which ores v.,er e successful? Was a private contractor
more effective in this area than other public agencies
and programs? What did the contractor learn from his
experience that will assist other efforts in job
development?

To insure jobs, smaller industries, businesses, retail
merchants and service trades must be contacted,
visited, won over, etc., if the large number of
graduates released into the job market every ten

weeks are to be placed.
IMC brought in professional consultants toward

the end of Cycle I to help establish a system for job
search and matching, and to help in finding job
openings. Telephone canvassers contacted more than
2500 potential employers who were first informed of
the program and then notified of impending
graduations.

Special brochures, with pictures and setected
resume facts, were mailed after the initial telephone
contact, and many of the potential employers were
visited personally by the job developers and staff
members.

Some of the jobs developed by the canvassers were
out of reach of IMC graduates, requiring special
experience or technical educations, but the technique
served to publicize the IMC as far away as Bicitmoncl,
Berkeley and Oakland. It was a professional approach
which gave an aura of professionalism to the Center
and thus to its graduates.

IMC also worked to encourage employers to ease
their entrance requirements, to lower previously
established minimum standards for trainee positions,
to open up prestige jobs, with benefits, futures, and
p?rmanence. The usual internal training programs, or
on-the job experience for advancement, were not
available to IMC trainees. The test seas to have treated
trainees as equals with others seeking the same Prrl-
ployorent. The argument was the effect of the
program. The advantage to the government was that



industry then pa'd for the additional training and
experience.

This is a delicate business because as the Center
discovered, the personnel men and their plant
superintendents ai e all indi,iduzils first, company men
second. They have to Be exposed to the "nail core,"
They have to see for themselves v.ihz,t they look like,
how they dress, and what they sjy.

Exposing potential employers to trainees in this
fashion took several months, and it wasn't tir PI they
became familiar with individual trainees that entrance
req..iirements were actually lowered_ One personnel
man, visiting the Center to conduct practice
interviews, was so impressed with a trainee that he
hired his on the spot, anothei personnel office,-
towered the minimum score on a plant qualifying test
in order to hire a particular RIC graduate; another
suspended all testing for several IMC traHCCS he
observed in classroom situations.

Loweiing these Barriers n.id the net effect of
moving men and women with former restrictive
handicaps, info the system whete their advancement
seas riot abitrarily retarded by industrial corcep:s of
success. It is this corporate attitude which will, ir the
long run, justify the concept of "people" investment.

key to this relationship between the !MC and
local personnel directors is the "iole-play" trite',rine
devised for use at meetings of the Industrial AtIvisoy
Board.

The technique cu'Is on industrial personnel officers
and Center enrollees first to "play themsel\cs- and
then to reverse roles whsle peers both other trainees
and other personnel officials - look on, respond,
analyze motivations and offer suggestions.

Such ''mock interviews" often turned into rev
ones, and personnel officials found thernseLec
orfering real ',Ohs to 1r,ill1CCS On the hdSi5

Regularization of this 1,:.chique is a vial of drii?

1C ei.rrir.g Its second veal, and ''the to do it-
%%ill he repot wit upon in great detail in the second
year effort- Meanv,hile, Ihe contractor bfIrt.e.5 this
method of rp!oy<r trainee epOSOre IS IX More
effectice in securing jobs for the -hard mire'' than is

5 .

the tract !low I job (tet.relchrio_nt cd't s
employe'r's office,

IVIC (nu:Lodged wit,
Centcr frETR.e nt'y

,Tid on this T,11 f F111,F1',

(11)',1 In this v C,u
I.)(11.1dll,115 F1,11 I,' SI_ t` in Irnc, ,r11"41
01 ItCh,1V101,

This Method is a -d1),,r
sti of 1,11,01 ppi Oaf II 1,1

Is of the coir, irate . sc.

St nsr h,i1y F11 in,Ki-rri, 1,,,r
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The non-threatening, somewhat unstructured IMC
approach begins to build up a confidence in the style,
reliability and usefulness of awareness training.

The next step is to have the program widely
accepted and to move towards formalized
conferences utilizing the U.S. R & D management
training courses. This is high on the second year's
age :ida.

The arguments for this training are compelling. It
is only one-half of the equation to have an employee
job ready. His foreman, the supervisor, the plant and
personnel managers, must also be employee ready.
There is no denying that the "style" of these new
employees differs from the older employee. There are
new values, new concepts, new concerns which a
manager or supervisor must know in order to be an
effective leader. There are also areas of taboo, which
are not evident for the unindoctrinated. Certain
words, gestures, concepts and attitudes are likely to
be misunderstood by the employee. With a short
period of training, the supervisor or manager can
avoid them and find the acceptable methods of
communicating.

The first step of course, is for the supervisors and
the managers to realize that the problem exists; the
second step is much simpler, to isolate and discuss the
elements of the problem.

At the same time, the Center was imparting certain
practical skills to its trainees: interview techniques,
competence and ease in test taking; recognition of
skills and achievements and the ability to talk about
them.

Often th a trainee was the best salesman for himself
and the program.

His record at IMC became important and was
treated importantly by Center staff, potential
employers and the trainee himself. If a trainee with a
bad work record maintained perfect attendance at
IMC, the Center could say that the trainee had now
established himself as a reliable worker and was
ready to handle job responsbilities. the eme'oyer
could count IMC as a reference and say that the
trainee showed interest and deter rnkuliun: the
trainee could say he had straightened himself out,
that his record at IMC proved it.

IMC learned that completion of training, especia'iy

J

employability preparation, made a Center graduate
more competitive in the job market than an
off-the-street applicant. The fuer of training, th
special entry on a resume, was a plus factor.

Another plus factor, which helped to convice
prospective employers, was the Center's continued
involvement with its graduates post-placement
services, pie iodic follow-ups, personal visits and
available counseling resources. IMC staff was initially
surprised at the favorable response to this feature and
then learned to use it when "selling" the program or
its graduates.

As mentioned before, early successes are always
helpful. If the first hard-core employee, an IMC
graduate, makes it, then there isn't so much risk in
trying a second one. With some successes behind
them, center staff actually developed new jobs by
telling an employer he should take a good look at
some of the graduates before the "sharpest" of
trainees found other jobs.

In summary, IMC found that for one reason or
another self-interest, public relations, community
spirit most employers will try all available job
banks as a source for employees. If they get
"burned," they aren't committed to try again. They
won't take the time or spend the money to try again.
But, if the employer has been involved from the start

on the first day of training, for example he is
committed and will try again. He's seen it work. He
even suspects that if it doesn't work for him, part of
the failure may be his.

IMC not only opened jobs initially, it kept them
open, even after onthe-job failures.

THE JOB MATCH

As is mentioned earlier, the job matching
operation under taken at the IMC started with
enrollee aspirations, rather than employer jol) orders,
although there was a careful ancopt made to insure
reasorab'e consistency ;n the Center's referrals 01
train r..es to potential ernil'oyer s

During the lifth week of each cycle, each enrollee
was interviewed by staff on joh experience, job
preference, and an attempt was r7.a. e to plebe for
latent aptitudes Cr avocational interests v.hich might
rove important to an employer.
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employability preparation, made a Center graduate
more competitive in the job market than an
off-the-street applicant. The jail of training, that
special entry on a resume, was a plus factor.

Another plus factor, which helped to convice
prospective employers, was the Center's continued
involvement with its graduates post-placement
services, periodic followups, personal visits anc
available counseling resources. IMC staf I was initially
surprised at the favorable response to this feature and
then learned to use it when "selling" the program or
its graduates_

As mentioned before, early successes are always
helpful. If the first hard core employee, an IMC
graduate, makes it, then there isn't so much risk in
trying a second one. With some successes behind
them, center staff actually developed new jobs by
telling an employer he should take a good look at
some of the graduates before the "sharpest" of
trainees found other jobs.

In summary, IMC found that for ore reason or
another self-interest, public relations, community
spirit most employers will try all available job
banks as a source for employees. If they get
"burned," they aren't committed to try again. They
won't take the tme or spend the money to try agan.
But, if the employer has been involved from the start

on the first day of training, For example he is
committed and will try again. He's seen it work. He
even suspects that if it doesn't work For hn, part of
the failure may be his.

IMC not only opened jobs initially, it kept them
open, even after on-Ir e-job failures.

THE JOB MATCH

As is mentioned earlier, the job matching
operation undertaken at the IMC stated with
enrollee aspirations, rather than emp!over job orders,
although there was a careful attempt made to inst.,e
reasonable consistency in the Center's ieferrals of
trances to poleotril employe's.

Daring the filth week of each cycle, even errollee
was interviewed by staff on job experience, job
preference, and en attempt was made to probe for
latent aptitudes or avocational interests which might
prove important to an emproyer.

At the same time, the General Aptitude Test
Battery was administered to each trainee, and the
results were interpreted by staff after traidng by the
Employment Service.

A wall-chart was prepared for each cycle, listing
trainee job desires and GATB-demonstrates skills, as
well as tested readig and mathematics achievement
levels for each trainee.

As the job developers produced job orders, these
were matched against the wall- chart, and referrals
were made after a search of the wall-chart
information.

Often there was not an exact match between
employer requirements and trainee characteristics,
and in many of these cases particularly in Cycles II
and III the Center's job developers were successful
in getting employers to reduce, bend or waive the
requirements, thus producing jobs for trainees who
might have been "stopped at the door" without staff
intervention.

Center staff was cognizant of many of the more
sophisticated concepts embodiec in a "total"
job-development effort time-and motion stud es,
f or instance, leading to proposals for a broad
modification of a plant's staffing and assignment
pattern.

Su, h an in-depth approach was not possible under
the funded budget anc, in any case, probably would
have proven redundant in many of the
highly-automated petrochemical and other plants in
the Pittsburg-Antioch area

During the second year, job-match procedures and
techn-ques will be improved and tested and, along
with the methodology of management training, will
be reported upon in the second year report.

The graduates of the upgrade program have
demonstrated that there do exist people who, after
putting in a Full day's labor, still are interested in
working to improve thernselses. In the second year,
additional planning time must be desoled to the
special problems of this group and what the IMC can
do to an hence or case the problems of the r
participation. A greater effort will be made to have
employers and unions refer employees to the program
and to offer them postgiaduation opportunities for
advancement.

t"'" `)



The statistical record in Section XI is the center's
score sheet. The figures show a high number of
placements. By R. & D standards, they also show an
early low rate of job retention. Why did that happen?
Why did these early IMC graduates lose or leave their
jobs? And what can be learned from that job
placement experience?

The bulk of jobs developed by IMC staff were
entry-level positions with starting wages as high as
S2.99 per hour. Due to business conditions, a new
employee would work three rotating shifts and would
face frequent layoffs. In this regard, he .vas in the
same status as an N.A_B. trainee. Their working
conditions and advancement were inflLenced by the
same factors.

The contractor was familiar with the types of
entry-level jobs available in the Pittsburg-Antioch area
and previously, in small, Southern communities, had
identified enough people who wanted these jobs to
begin a history of employment. In the Southeast, the
rna:or gap between the jobs and the trainees had been
the lack of certain skills. Once the skills were learned,
th,. gap could be closed.

In Pittsburg-Antioch, the gap between "hard-core"
unemployed and entry -level jobs was not so easily
del ined. Large numbers of employees hail
unsuccessful work histories in the employing
factories.

Toward the end of the first cycle, the center was
nob! ,ed of openings by several nearby plants, and the
rush for jobs was on. At this time. no negative
feelings were expressed by trainees about the kinds of
jobs available. Everyone wanted to work; everyone
wanted to land the first job; the atmosphere at the
center was highly competitive, with each trainee
trying to com.ince the staff that (ii should he the
cho ce for ;hat job. Significant numbers if trainees
were paced in jobs.

One month later, hov,.cver, the first fall offs %%ere
repor ted and, in some ireliods, job (cassis were so
numerous that new placements didn't show up in the
net statistirs. White a few trainees v.ere filed, most

X PLACEMENT & JOB RETENTION

simply walked off the job. Many would disappear for
several weeks before returning to the center for help
in finding another job.

It's important to note that all but two or three of
the graduates eventually visited the center to discuss
personal troubles and new job prospects, an
indication that the IMC became, for them, an
established institution which they could "trust.-

The IMC staff counselled the returning trainee and
then tried to summarize the primary causes for job
losses in order to improve future job matching and
job retention.

On-the-job problems (meeting production quotas,
relationships with supervisors, attitudes and job
perforim:ince} were not as common causes for job
losses as were the personal, off-the-job problems
facing trainees. The most frequently expressed
reasons for quitting jobs were,

.. Court and legal actions causing tardiness and
absenteeism. (Many trainees said that if they had to
be an hour late for work, they wouldn't go at ad.}

.F amity and girl-friend problems.
.. Transportation. (While the center helped to

err ange transportation to jobs, rotating shifts,
over-time and layoffs made permanent arrangements
meeting all contingencies impossible.)

...Health, including drug addicrion.
Combinatiuns of all of the above problems plus

financial dificulties and the stresses of a new job
were in many rases, ton much for the trainee to
handle. The job which required the most time
was usually the first thing to go.

In nearly every instance of job loss, the trainee
also said he just didn't like the lob: the plant was
dirty and hot, the work was boring, the job v.d5
degrading; the hours difficult and the working
conditions poor.

Star trig scar ice .",ere high. but for the trainees,
they didn't of fset the lack of clear advancement
oPPor tun.; e,s
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X PLACEMENT & JOB RETENTION

simply walked of the job. Many wculd disappear for
several weeks before returning to the center for help
in findirg ai'...Jther job.

It's important to note that all but two or three of
the graduates eventually visited the center to el,scuss
per sonct troubles and new job prospects, an
indication that the IMC became, for them, an
established institution which they could ''trust."

The IMC staff counselled the returning trainee and
then tried to summarize the primary causes for job
losses in order to improve future job matching and
job retention.

On-the job problems (meeting production quotas,
relationships with supervisors, attitudes and job
performance) were not as common causes for job
losses as weie the personal, offthe-job problems
facing trainees, The most frequently expressed
reasons for quitting jobs were:

...Court and legal actions causing tardiness and
absenteeism. (Many trainees said that if they had to
be an hour late for work, they wouldn't go at all.)

...Family and girlfriend problems.

...Transportation. (While the center helped to
arrange transportation to jobs, rotating shifts,
overtime and lay-offs made permanent arrangements
meeting all contingencies impossible.)

...Health, lncludMg drug addiction.
..Combinations of all of the above problems plus

financial cliff ic,Alties and the stresses of a new job
sere in many cases, too much for the trainee to
handle. The job which required the most time
was usually the fst thing to go.

In nearly eery instance of job loss, the trainee
also said he just didn't like the job: the plant was
dirty and hot; the work was boring, the job was
degrad.ng; the hours d.fficult and the working
conic tons poor.

Starting salaries v,tre high, but for the trainees,
they didn't offset the lack of clear advancement

opportunities.

At the same time, the trainee was unsure of what
he wanted to do,- he knew he wanted a "clean" job
but was discouraged by white-collar salaries, often
considerably lower than the factory jobs; he
expressed preference for the "status" job, but was
not confident about his own abilities or
qualifications.

And, in fact, his achievement level was often lower
than his aspiration level Many trainees recognized
this and opted for more training and junior college
educations...a positive reaction to IMC motivational
training.

In all, 50 IMC graduates opted for additional
education or training, and had completed or were
still enrolled in courses as of mid-September.
Fifteen iMC graduates enrolled in the local junior
college, and only one nad dropped out. Other
placements in advanced training:

PROGRAM CYCLE I II III TOTAL

MDTP, Institutional 4 7 3 18
Heavy Equipment 4 3 7

Warehouseman 5 2 7

Other 4 6 3 13

16 21 8 45

Of these 45, 25 quit the training programs short of
graduation.

These complex attitudes toward work, training
and education had not confronted the contractor in
its other manpower programs and seemed to
challenge the concept and objectves of the IMC.

In one response, the center broadened its job
development process to include airlines, insurance
companies, banks and other businesses with trainee
positions in man.-.1ement or skilled fields.

Through in-depth probing of trances' natural
skills, hobbies, interests and previous experiences,
both employment and personal, stall discovered that

r-
01-)



trainees often had talents and interest which they
themselves didn't recognize and that a trainee's
interest in "tinkering with radios" or tois experiences
in the armed services could of ten lead to a job.

In placement efforts, IMC started with the
expressed job aspirations of the enrollees a rather
different stance from that traditionally taken by
m an poweriemptoyment programs, which generally
start with the employer's joborder.

The IMC methodology, while useful in establish ng
rapport with trainees (many of whom had fount
earlier placement efforts on their behalf overly
arbitrary and unilateral), will require 9..eater
refinement.

In the first IMC year, it was not possible to
establish a fully synchronous relationship between
employer needs and trainee felt needs, and the job
development effort resulted in imbalances both
over-and under-supplies between employable
persons and available jobs.

It is important to note, however, that El Placement
program based on Ira nee aspirations is an important
new concept, and that a pro;ectect 66 percent
"permanent placement rate, as reported ear.ier, is a
substantial improvement over eartrer manpower
efforts.

Deeper and more frequent involvement with the
trainee at home and on the street also helped staff to
prevent, or at least handle, financal and legal

problems that often caused job losses. IMC stalling
did not include a professional counselor or a legal
adviser. These posTtions may be essential if a program
is called upon to offer post-placement support
services.

The center also worked to bring about closer
coordination with employers. 11,111: encouraged all

employers of IMC graduates to notify the center
immediately about tardiness, absenteeism, end any
other problem affecting job performance. In several
cases where graduates were having on-the-job
problems, center staff was incited by an employer to
meet in the plant with the grad...ate, his super-visor,
the personnel manager and any othr., emptuyees
involved in the particular situation, Interestingly, bat
not suprisingly, in these cases the basis or cause of the
problem did not always rest with the graduate alone.
but was shared by both employer and graduate,

Jb

Based on the above experiences, the center begat-
an attempt to effect some changes in employe,
attitudes. At a Center Advisory Board meeting, fo-
exampla, IMC staff demonstrated training techniques
by involving Board members as participants in

structured role plays between employers and
"hard-core- employees. While the center's efforts in
this field were only exploratory, the response and
interest of both industrial and public managers was so
great that additional work will be undertaken in this
area of training.

In summary, problems of keeping the job were in
many instances extensions of other problems detailed
in this report. IMC graduates on the job still have to
deal with transportat,on, child care, past arrest
records and outstanding warrants. Regular paychecks
must be accompanied by meticulous money
management, so that old debts can be paid off, and
new debts incurred with less of the reckless abandon
of prior days. Even with intensive HRD training. a
I fe's habits are not easily changed; but is estimated
that within s.evera I montns perhaps four or five
1MC graduates pull themselves togeti...., physically
and fiscally. This thesis should be susceptible to some
further analyses during the IMC's second year of
operation, and will be reported later.

Much about the job itself will control whether the
individual makes it or not. The center staff is trying
to insure trainee success by finding interesting,
open ended jobs; by trying to get the trainee able to
cleJ with the long lists of problems and involvements,
and by trying to change the atmosphere of the places
of employment.

In many ways, job retention reflects all the
problems experienced by the IMC and its trainees. On
the one hand, the retention rate will increase as

ainees become better able to cleat with the system
which controls the society, and as emptovers become
better able to deal with the "hard-core." On the
other, the retention rate will increase even more when
graduates are employed at jobs they want arid t.kP,
ard when employers decide it is econcirn-?I'y
important tor them to he able to recruit and Ira
from the sources of manpo..%cr with which today they
are generally retric to bother.

T his trainee and community a..areness and
acceptance a'e at the h^ai t of the IMC program.
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Based on the above experiences, the center began
an attempt to effect some changes in employer
attitudes. At a Center Advisory Board meeting, for
example, IMC staff demonstrated training technigLies
by involving Board members as partic:pants in

structured role plays between employers and
"hard-core" employees. While the center's efforts in
this field mere only exploratory, the response and
interest of both industrial and public managers was so
great that additional woik will be undertaken in this
area of training.

In summary, problems of keeping the job were in
many instances extensions of other problems detailed
in this report. IMC graduates on the job still have to
deal with transportation, child cars, past arrest
records and outstanding warrants. Regular paychecks
must be accompanied by meticulous money
management, so that old debts can be paid off, and
new debts incurred with less of the reckless abando;
of prior days. Even with intensive HRD training, a
life's habits are not easily changed: but is estimated
that within several n-ontris perhaps four or five
IMC graduates pull themselves together, physically
and fiscally. This thesis should be susceptible to some
further analyses during the IMC's second year of
operation, and will be reported later.

Much about the job itself will control whether the
individual makes it or not. The center staff is trying
to insure trainee success by finding interesting,
open ended jobs; by trying to get the trainee able to
deal with the long lists of problems and involvements,
and by trying to change the atmosphere of the places
of employment.

In many ways, job retention reflects all the
problems experienced by the IMC and its trainees. On
the one hand, the retention rate will increase as
trainees become better able to deal v.ith the system
which controls the society, and as employers become
better able to deal with the "bald core.- On the
o:hcr, the retention rate will increase even mute when
graduates are employed at jobs they want and like,
and when employers decide it is economically
important for then to be able to recruit and tra n
from the sources of rnaopiav,..r with which today they
are generally reluctant to bother.

This trainee and commumly awareness and
acceptance are at the heart of the IMC program.

N.A.B. Comparison

There are obvious conclusions and comparisons to
be drawn from the IMC placement and job retention
experience.

All those plants which provide the early
employment are eligible for N.A.B. monies. It is ciear
that under the N.A.B, program, many would have
dropped out and he back on the job market, or
eligible, again, for placement in a federally funded
pre-vorational program.

It is also equally clear that those men and women
vvoo ,ought higher rOucational training would have
been slatted into one program and had their careers
governed by this early experience. Some of course,
would have overcome this new f,-ustration, but it is
equally clear from the IMC failures in earls' placement
and the instantly instituted recovery efforts, that it is
difficult to change life patterns and that the total
IMC efforts centered under one roof, provide a
successful institutional experience for the
disadvantaged and that, in itself, provides the
opportunity to deliver services as needed, whether
these were anticipated or unanticipated offshoots of
the program.

Where will the N.A.B. drop out go after he leaves
his employer? Who would have responsibility for his
continued employment or education? Is he out, once
again, on his own, trying to seek his way and find the
job or educational experience which wilt provide him
with a satisfying life? These and other comparative
questions suggestalternateapproaches'should be added
to the existing manpower effort'.

It is the contention of ,his contractor, that the
institutional effect of the Center, combined with its
intensive pre-vocational experience, enables a person
to withstand new frustrations and seek new
opportunities without additional fedeai
expenditures It is also the contention, ba,ed on the
success-failure outline of this chapter of the report,
that options not before available or understood by
the Ira nee became eva table and, in the final analysis,
this bnders.anding will lead to a successful mock
experience.

The mor conclusise proof must await the results
of the second year.

5)



The upgrading part of the IMC program was
designed to help prepare underemployed and
marginally employed persons for onthejob
advancement or for progression to steadier, more
satisfying and higher paying positions. For the
contractor, this was Inc most difficult component.

Recruitment was the first problem, and the IMC
staff experimented viith several approaches. An
analysis of those approaches and the results should be
helpful to other work in this field.

Direct Referrals From Fmployers: While the major
employers expressed the. belief" in an upgrading
program, few offered significant cooperation. In
other programs of the contractor, employers had
personally selected employees who would benefit
from additional training and had er.couraged them to
attend the center program; center staff had been
invited to meet with employees during the work day
and to explain and recruit for the program; recruiting
flyers were distributed in paycheck envelopes.

Some employers in the PittsburgAntioch area
were unwilling to recruit nr to allow IMC st,tf to
recruit within their plants. Some posted bullet lns on
plant notice boards; some distributed recruiting
notices to plant superintendents and supervisors;
some allowed recruiters to distribute literature
outside the pb-'it gates. Few, however, could giva
assurances of upgrading it an employee enrolled in
training, and few gave the prcgram their personal
backing.

Referrals From Urions Union leaders responded
in much the same way as employers expressed
interest and support, some distribution of literature
but little help with referrals.

Referrals From Public Agencies: IMC \ vorketi
closely with agencies employing sub professional

tJv
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aides, and in numbers, this was the best approach,
Unlike plant employees and union members, the
sub-proftssional employees could see the light at the
end of the tunnel; they could anticipate direct results
it test taking, advancement and salary increases.

Standard IMC Recruiting Techniques:
Door-to-door; in the streets; at churches and social
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aides, and in numbers, this was the best approach.
Unlike plant employees and union members the
sub professional emp,oyees could see the light at tne
end of the tunnel; they could anticipate direct results
in test taking, advancement and salary increasrs

Standard IMC Recruiting Tech )iquis:
Door-to door; in the streets; at chi ches and social

gatherings; shopping markets; pool rooms, bars,
barber shops, etc. Recruiting teams worked evenings
and weekends in order to catch employed people at
home.

While a few prospective Underemployed trainees
were interested in training for their own personal
improvement, the key to recruiting for the upgrading



component was always a direct question: "If I go to
that school, will I get promoted?" Most of the
prospects didn't think so. And, the majority of those
who did enroll wanted to change jobs rather than
seek, or hope for, upgrading in their present job.

Hindsight indicates that it was perhaps overly
optimistic for the contractor to expect a high degree
of cooperation in the upgrading component.
Employers were inclined to believe that upgrading
training would result in increased labor instability as
locked-in entry-level jobholders used the training as a
means toward seeking other jobs. And this indeed was
the case: most "upgrading" trainees confessed that
the training would give them a better chance to
switch jobs.

On the other hand, area employers were not
unaccustomed to substantial turnover in entry-level
positions, and some employer representatives freely
admitted that the locked-in employees were at to be
blamed f or seeking selfadvancement elsewhere,
corisidering the relatively !ow pay and the long waits
for promotion.

When industry representatives complainac; about
the instability thought to be engendered by the
upgrading component, the staff's recourse was to
point out the high existing entry-level-jolt, turnover,
and to encourage employer acceptance of the

contention that the turnover would not be reduced
(regardless of the IMC's presence or absence) unless
entry-level jobs were part of an upward-mobility
pattern and were subject to a competitive pay range.

OTHER PROBLEMS

The upgrading program was difficult in other
respects as well. Most of the employed trainees
worked at local factories on three shift schedules
consisting of day shift, graveyard shift and swing
shift. Despite many requests on the part of IMC staff
of employers to place IMC employed trainees on
straight shift for the duration of the ten week tour: e,
not one could, or would, do so. Most employers said
that they could not risk setting such a precedent and
that it would enrianger relations with unions.

Thus, the IMC, upgrading program`was forced o

swing with the swinging bainees. This meant
additional adtainistrative and substantive changes at

0

the center. It also meant a disruptive schedule for the
trainees involved one week coming days, often
directly from the graveyard shift without steep; then
one week of night classes, often directly from work.
This meant they switched to different groups, and
different trainers. It also meant that these trainees
were frequently and justifiably very tired when
they arrived at IMC and that their efficiency was
low. It also meant dealing with trainees who were
"ashamed" of arriving at the center in their soiled
work clothes. Trainers had to use all their ingenuity
to convince the trainees that th. roiled clothes were a
badge of honor, and were respected by the other
unemployed trainees who aspired to he wearing them.

The switchers' pei ipatetic appearances in the day
groups with the unemployed trainees had positive
effects: they served in many cases as solid role models
for those looking for jobs. But it atso interrupted
their own work done at the night session.

The attrition was high:

CYCLE ONE

% of unemployed trainees enrolled who
gr. 66%
% yed trainees enrolled who
grade,:, 72%

CYCLE TWO

% of unemployed trainees enrolled who
graduated .. BO%

% of employed trainees enrolled who
graduated 77%

CYCLE THREE

% of unemployed trainees enrolled who
graduated 76%
% of employed trainees enrolled who
graduated. .......... .. .............. ..................... 58%

A reorganization end revision of the upgraded
compehents of both basic education and human
resource development was necessary. For example,
the emphasis on drugs had to be altered for the night
trainees, who did not have many problen.s with or
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reorganization and revision of the upgraded
ponents of both basic education and human
JT e developer ent was necessary. For example,
air hasis on drugs had '.o be altered for the night
cies, who did not have many problem; with or

temptations about drugs themselves. Rather, they
wanted to known facts about drugs and drug use, and
to discuss ways preventing their children from
experimenting with them and getting hurt,

Those employed trainees who were eligible for
apprenticeship tests or progression examinations
worked specifically in this area with the basic
education trainers. This meant research into kinds of
tests and procedures, which drew from anti
complemented, the work beiog done on testing in
general.

In HRD groups, more time was devoted to
"employer-employee relations," to getting along on
the job. In every session, the trainers encouraged the
trainees to tell about their day at work, their
particular problem: on the jcb, conflicts with
foiernen or with ether employees. In some cases,
trainees were pesuaded by tneir fellow group
members not to quit or act too hastily. The
interpreting and filling out of job -hid forms was also
introduced. Money management, family planring
were emphasized, as were, in the day program, skirls
and achievement.

The employed trainees were generally order and
more stable than the unemployed day trainees. A goal
of the program was to motivate them to become
actively interested in promotions on the job, or in
thinking about other jobs more compatible with their
existing skills, with opportunities for training and
advancement. They were energetic and hard-working
people. The $10 per week travel stipend they received
was an insignificant inducement. Those who enrolled
and persisted through graduation did so because of
strong personal dedication, effort and sacrifice.

in three cycles, 68 trainees in the upgrading
program graduated. Immediate successes are dillicut
to measure. Several employed graduates, such as
community aide trainees from the Department of
Social Services, received immediate raises and
promotions which they had been promised before
entering tr lininn. Several employers comment,- J upon
improvements in attitude, attendance, punctuality,
and relations with supervisors and felicity emplc yees.

Forty-four percent of the individuals trained in the
upgrading program moved to different jobs with
better futures, some at higher pay, some at less, or
received raises cr promotions on their old jobs.



The following vignettes, taken directly from the
contractor's internal report 'files with only the
deletion of names to maintain anonymity, give an
indication of the range and depth of the IMC staff
effort:

'During my first cycle as a group leader, I faced
the frustrating problem of a practically
non-communicative trainee. I tried approaching the
situation from severs! different angles, but avoided
creating art intimidating atmosphere, thinking this
might frighten her into complete withdrawal but to
no avail. Not only did the cfrl refuse to participate,
but she turned her 'read sideways when spoken to. It
was clearly a case of an extreme lack of
sell-conidence, but for no apparent reasor. She was
reason ably iittrautive, very bright, and had had
successful working experiences. She was by no means
uncooperative, but merely appeared
pseudo-introverted. I was at my wits end as to how to
deal with thi;. The other group members were so
outspoken and became so involved in the sessions
that they had a tendency to ignore their quieter
group member.

"Determined to succeed in my first relatively new
experience in dealing v:ith groups, I began having
regular counseling sessions with the trainee The
training director also worked in conjunction with me
in this area. For the first few sessions, the trainee
continued to be very passive, offering little or no
contributions to the conversations. Gradually, she
began to relax a little, obviously respondini to the
informality of these sessions. Finally, after numerous
sessions, we discovered that the trainee was extremely
self conscious of an almost invisible scar on her lace
which was the result of a gun shot wound she had
received shortly before coming to the Center. We
assured her that the mark was barely noticeable and
certainly did not affect her speech patterns in ally
manner. She still appeared somewhat dubious, but
seemed greatly enecuraged.

'Immediately, my plan of action wTS apparent to
me. Eeginning wi:h the next HID cession, I called on
her frequently. She was stel reluctant to participate
but did so at Fr.? insistence. Gradually, the other

...)
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group members began to recognize her as a valuable
source of information within the group, arid they too
directed their comments to her. By the end of the
cycle, it was a rewarding experience to see her
actually involved in arguments with otl-er trainees
and voicing her opinions with convictiun.

"At the graduation exercises at the end of the
cycle, she received one of the two awards for
outstanding student. The entire staff had elected her
for this honor.

"My second cycle of group leading found me
confronted with an extremely negative female
trainee. This attitude could definitely be attributed to
the fact that she was only four feet five inches tall,
and had been refused many jobs because of this
unfortunJte circumstance. During group sessions, she
constantly downgraded herself and her abilities, No
amount of encouragement or flattery on my part or
her peers' seemed to have any effect. There were clays
when I could have cried from frustration in toying to
deal with this seemingly hopeless situation. By the
tenth week, I could still not note any improvement.

"A few days before craduation, I took her on en
interview at a local variety store. While waiting for
her appointment, we sat in the Employees' Lounge.
An employee came in and began a conversation with
her, asking her all sorts of questions about the
Industrial Education Center. The employee was
obviously skeptical about the validity of such job
training programs and insinuated that no prog'arn
could 'teach a person anything in a mere ten week
period, While 1 silently cursed the employee, I

nervously awaited the trainee's response, fearing the
effect this conversation might have ori her. I need not
have worried, for she defended the program to the
hilt, and bluntly told the woman that the IEC
'taught you more than you could ever learn in any
dumb old high school. ' I inwardly breathed a sigh of
relief.

"The trainee got the job."

"Last cycle I had several Black Vuslints in rrdo

64

group who were especially negative and suspicious.
They thought everything at IMC involved some 'kind
of conspiracy they even thought that the new air
conditioners were hugged, and that the trainers were
summered to the group this way by a secret switch.
Some members re/used to write anything down for
fear of it being used against them, It was a
tremendous handicap to group cohesiveness even
though we had various religious denominations
represented. I had to recognize early a controversy of
religion arising, and maneuver and divert the
discussion away from it.

One day I was giving a short qui,. because I found
this a good way to liven everyone up, to shake apathy
and to create a challenge. I have found that most
trainees enjoy a contest, and it helps to yet the group
going for the day. I asked several questions which
cou'd have easily been ansvvered from the maps, but
no one thought of this. John who was the superior,
sel-acclaimed 'con' artist and Muslim convert, sat
directly im front of the maps Ore of the questions I
asked was what direction would a weather vane be
pointing on a map if it indicated West? No one knew
the answer. When we finished and I told them it was
in plain sight to anyone who il.)(olwtii at the maps,
John said, `You are pretty sneaky, aren't you.' "

" Sneaky? It hardly seems sneaky to me when a
con man as clever as you was sitting about 24 inches
away from the map' He rehected on this seriously
for several minutes: the y oup laughed at him and at
themselves. But they all learned right then how to
read directions on maps, religion was avoided,
skepticism and suspicion wa ; sorre's) at exposed, and
the idea of restricting or limiting of ones vistiun was
discussed. I often find it necessary to employ this
kind of contrived leadin to expose the individual
trainees to a broadened way of thinking, to
unobtrusively expose their linited scope in
self examination,"

Iwo of my trainees from Cycle II rented pole
climbing equipment at their over expense, climbed
petes in front of their homes, then went to the
employer {Ceble T.V. Cot, ;limbed poles for him and
gut the jcb as tnemen, l lcel that I was able to inst:I
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group who were especially negative and suspicious.
They thought everything at IMC involved some kind
of conspiracy they even thought that the new air
conditic ners were bugged, and that the trainers were
summoned to the group this way by a secret switch.
Some members refused to write anything down for
fear f it being used against them. It was a
tremendous handicap to group cohesiveness even
though we had various religious denominations
represented I had to recognize early a controversy of
religion arising, and maneuver and driert the
discussion away from it.

"One day I vt as giving a short quiz because I fcurd
this a good way to liven everyone up, to shake apathy
and to create a challenge. I have found that most
trainees enjoy a contest, and it helps to get the group
going for the day. I asked several questions which
could have easily been answered from the maps, but
no one thought of this. John who was the superior,
self-acclaimed 'con' artist and Muslim convert, sat
directly in front of the maps. One of the questions I
asked was what direction would a weather vane be
pointing on a map if it indicated West? No one knew
the answer. When we finished and I tr'd them it was
in plain sight to anyone who torikcci at the maps,
John said, 'You are pretty tneaky, aren't yo "

" Sneaky? It hardly seems sneaky to ,ne wn n a
con man as clever as you was sitting about 24 inches
away from the map.' He reflected on this ,,eriously
for several minutes; the group laughed at him and at
themselves. But they all learned right then how to
read directions on maps, religion was avoided,
skepticism and suspicion was somewhat exposed, and
the idea of restricting or limiting of ones vision was
discussed. I often find it necessary to employ this
kind of contrived lead-in to expose the indiv dual
trainees to a broadened way of thinking,.to
unobtrusively expose their limited scope in
self examination."

'Two of my trainees from Cycle II rented pole
climbing equipment at their own expense, climbed
poles in front of their homes, then went to the
employer (Cable T.V. Co.!, climbed poles for hi'm and
got the job as linemen. I feel that I was able to instill

in these trainees a desire to accomplish and to
improvise in order to achieve their ends."

"Last night one of my trainees from Cycle II came
to my house (many of them call me at home and
drop by on weekends). He couldn't read or write
when he started here at IMC; he had gone to the 3rd
grade in Texas 25 years ago.

-When he came to my house, he immediately
began to read a second grade reader, which my son
had brought home. He was very proud of this
achievement and wanted me to share in his success.

"Since leaving IMC in January, he has enrolled in
Adult Basic Education at Mt. Diablo High School in
Concord under the WIN Program.

"This, to my way of thinking, is the most
satisfying, mean:ngful thing that has happened tr. me
since coming to IMC. I like to thick, and the trainee
states, that I inspired him to go into this program. I
am pleased that he comes to me for he'o and wants to
share his successful experiences."

"Shortly after the trainee joiner our evening
sessions, he was often absent. I knew he had a job at
an auto repair shop in Brentwood, so we called and
found he had also missed work. Subsequently, I

called him at his home and he said he had had the flu.
But upon returning to class, I questioned him about
mssing work, whereupon he told me that his real
reason was trouble with his 13 year old step soil. I

asked him to tell me, saying maybe we could help
Km, so he told me that the boy was in Juvenile Hall
for possession of narcotics. We spent some tiriie in

discussing his own situation on a new job - being
witholit money, unable to help the boy other than
support and visitations until after ihe hearing. hie
realized his helplessness in the situation, but wanted
the boy home for Christmas. I told him I would call
:he probation office' and see what 1 could do,
imploring Joe to return Lo work. The job was slow
and the boss was having him trim which niz.cfe
rbe trainee feel he was not learning the mechanic job
he was hired to do. Between that and the boy's



trouble, Joe was nearly terminated for absenteeism,
because he didn't tel the boss the real reason for
being absent. We convinced him finally to protect his
job, tell the boss, and that someone from 1MC would
accompany his wife to Juvenile Court.

"The probation officer obtained the boy's release
for Christmas and until January 20th when he would
go before the judge. The trainee had continued to
report to work, somewhat erratically, but still
hanging on to his job. I consulted with the Training
Director throughout this episode, and asked to have
t ne Assistant Training Director represent the trainee
and his wife in court.

"The Assistant Training Director and I went to
Juvenile Ccurt to support the trainee's wife, who
doesn't understand English too well. She was nervous
and uneasy but seemed relieved to have us there. The
presiding judge ref used the probation officer's
recommendation. He assigned a public defender to
the case and set the court date for two weeks hence.

He did not recommend probation for the boy's "own
protection " We questioned the probation officer
about this and he explained that some of the parents
iu the school the boy attended were angry and
blaming him for bringing marijuana and drugs on
campus. He said that the boy would be kept ,n
Juvenile Hall and taken to Sacramento for testing.
The boy's mother wanted to know if they could visit
him at Juvenile Hall and the probation officer said
'Certainly you can.'

"While we were in Martinez, we distributed leaflets
Dorn IMC at th a Probation Department, City Clerks
Office, Social Services, Civil Service and the Library.
We posted some on bulletin boarrIs as well. It was
pouring rain so we went to the 12th floor cafeteria
for coffee and returned to the Center, It was two
hours well spent, I am sure the trainee was at work
and his wife felt support by having us there. On the
other hand, I plan to talk further with the probation
officer because I feel thz: this boy is either a victim,
se ipegoz.t or in deep emotional trouble. He is so

young, so handsome and so poor. How coulr' he he
buying ,nd selling perhaps the narcotics men are
after bigger game. lf so, it would ease the emotional,
sti ain of if ese parents to understand chat is going on

LU

"An IMC first, perhaps a first for IJSR&D, may
have occurred today, two weeks before graduation! A
second cycle trainee who four months ago was placed
in a Speciality Co. as a management trainee, today
fired a third cycle trainee whom he had hired himself,
two weeks ago. The irony of it all! As IMC continues
to graduate and place trainees in jobs in the area, the
likelihood of this incident recurring may force us to
include firing procedures in our curriculum. In the
many role play situations we [lase conducted, trainees
got immense pleasure out cif being in the employers
position v,hen someone was fired. Since both these
trainees v:ere in my HRD group, I am curious to
know what consider ',ions each has given to his role
in this real situation. I intend to find out if I can, and
report later. In the meantime, a careful follow-up
may resolve the problem."

"Mary X. was a member of my Basic Education
class, winter cycle. She is divorced and has two small
children. She attended class regularly and was very
determined to support her boys.

"Just before the cicle ended, she started working
as a waitress. She was not satisfied with this and
spp'ied for clerk-typist training and was accepted. So
she was working part-time ,rights and attending
school days and everything seemed to Le going
smoothly.

"Then, suddenly, she called panic stricken because
she was about to be arrested for a S45.00 traffic fine.
She hadn't had the money to oay so she didn't go to
court.

"I discussed it with n-y Center Director and he
suggested that I accompary her to court. This did,
which relieved Mary. She was geinful for the moral
support.

'When she was called to the bench, I started up
with her. The Court Secretary suggested I wait in -ray
seat. So I sat back down, I could hear the judge really
giving her a difficult time. She stood there dejectedly

while he to'cl her that she would 11 rye I pay the
$45.00 or go to jail.

1 thought how ridiculous it was. I had come to
try to help her and here I w,,s simply sitting. So I got



An IMC first, perhaps a first for USR&D, may
have occurred today, two weeks before graduation! A
,econd cycle trainee who four months ago was placed
in a Speciality Co. as a management trainee, today
fired a third cycle trainee whom he had hired himself,
two weeks ago. The irony of it all! As IMC continues
to graduate and place trainees in jobs in the area, the
likelihood of this incident recurring may force us to
include firing ;-,rostedures in our curriculum. In the
many role play situations we have conducted, trainees
got immense pleasure out of being in the employers
position when someone was fired. Since both these
trainees were in my HRD group, I am curious to
know what considerations each has given to his role
in this real situation. I intend to find out if I can, and
report later. In the meantime, a careful follow-up
may resolve the problem."

"Mary X. was a member of my Basic Education
class, winter cycle. She is divorced and has two small
children. She attended class regularly and was very
determined to support her hoys.

"Just before the title ended, she started working
as a waitress. She was not satisfied with this and
applied for clerk-typist training and was accepted. So
she was working 'part-time nights and attending
school days and everything seemed to be going
smoothly.

"Then, suddenly, she called panic stricken because
she was about to be arrested for a S45.00 traffic fine.
She hadn't had the money to pay so she didn't go to
court.

"I discussed it with my Cente. Director and he
suggested that I accompany her to court. This I did,
which relieved Mary. She was grateful for the moral
support.

"When she was called to the bench, f started up
with her. The Court Secretary suggested I wait in my
seat. So I sat back down. I couid hear the judge really
giving her a difficult time. She stood there dejectedly

while he told her that she would have to pay the
S45.00 or go to jail.

"I thought how ridiculous it was. I had come to
try to help her and here I was simply sitting, So I got

up .explained to the lady that i was frcm Industrial
Manpower, and that Mary had been my trainee. Than
I asked if I might speak to the judge. She grudgingly
told me to go ahead but that she didn't think it
would do any good.

"I approached the bench and introduced myself
and where I was from. He asked my name again and
then turned to Mary. He gave her a short lecture on
how she should have come in and explained how they
would have made arrangements to pay. Then he told
her she would have to pay the original twelve dollars
plus four dollars for court costs. This total of sixteen
dollars was guite a change from the original $.15 00.

"Mary was beaming as she paid the fine an., was
free to go. I really feel that if I had not spoken up,
the outcome would have oeen entirety different."

"Up until today, I was at a loss as to what to do
with my morning class. There seemed to be a large
communication gap that was bothering the group as
much, if not more, than me.

"Joe X. informed me yesterday that he thought
the problem was coming to 'a head.' This morning, I
asked the class if they had anything they would like
to say regarding their group and the way it was
handled. The discussion caused pato on both sides,
but it was decided that we are all going to put a
greater effort into class.

One of the, trainees brought up the point that she
was here to be trained to do a job and she was of the
opinion that she had no use for Basic Education.
During the discussion, the group brought out i're
point that one needs a basic education before he can
successfully be trained to his fullest capacity.

"I gave the class an employment test designed for
grammar school level, and pointed out that they
would have to pass a test similar to this one if they
hoped to get a job. Additionally, I mentioned that to
pass this test they nssist have a basic education.

"I have hei r wanting the trainees to 70eak their
minds for the I,,st thri.e weeks, but they didn't se2m
to feel they talk openly to me. Ow discussion
today, I am sure, will change both the altitudes and
mine, and will make it possible for all of us to get
more out of the classes."
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The IMC's location in Earitern Contra Costa
County was the result of a long and involved series of
reviews of potential sites, invelyjng the employment
service in Sacramento, San Francisco and Pittsburgi,
several community action agencies and the Bay Area
Management Council, erhaps the decisive element in
determining the contractor's recommendation of
Pittsburg for the potential site was a meeting of
Pittsburg area industrialists in February, 1968, during
which unanimots support for the IMC concept was
expresred, and a strong endorsement of the Pittsburc
site was made.

The industry representatives present at that
meeting formed the core of the Industrial Advisory
Board, formally created after the proposal had been
approved in Washington, and it was toward the
companies represented at the rneeling land later
serving on the Board) that later placement efforts
were, in la, ge measure, directed.

In retrospect, it may have been that the coni-actui
was overly optimistic in believing that indertrief
pledges of support could be turned into job
opportunities, particularly in light of the increasing
extent to which local industry's automation efforts
was resulting in a reduction of new hires. But it is

important to note that the heav,i concentration of
established, langescare companies on the Industrial
Advisory Board produced a credibility for the IMC
within the rest of the Contra Costa County business
community which probably could not have been
effectuated otherwise.

The presence of representatives of U S Steel and
DuPont, for instance, made for an acceptance of the
IMC program which could not have been possible in
their absence, arid, on balance, it seems likely that
their presence war. extremely beneficial even though
few placements were made at the plants of the
participating major irdustries.

At the end of the program year, efforts wet e under
way to broaden the base of the Industrial Advisory
Board in order to allow representation from
potentially large -seal.' employers, particularly in the
service, retail and goernmenUI fields, where most of
the placement opportunities were found to exist.

In addition, the industrial Advisory Board's role
was being slightly modified to provide better
communications linkages with the community, as

C
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exemplified by t e , inlition of the Antioch Police
Chief and a repro, nt,th of the local junior college.

In the first ye, the tractor's experie tee was
that the industry lin ka' established through the
Industrial Advisory 3i is extremely helpful, but
did not establish as "pay-off" in placements
as might have bee, expected.

As mentioned earlier, credibility meaning that
people feel that !MU knows what it is lulag, has a
worthwhile product is important. Once the
credibility is established employers will be rnure
likely to make good on job commitments,
community resources will become more available, and
interested citizens will provide significant support.

Tine Center Industrial Board was organized by the
first few weeks of Cycle I. Represented on the board
(serving voluntarily, on their own tirtel were the head
of Pittsburg's Soc,alServices °apartment, the Chief of
Police of Pittsburg (and later of ;.ntioch), a

represeritative of the California State Employment
Service in Pittsburg, the principal of 'he Pit,sburg
Evening High School, the city manafer of Articch,
the heat' of the County Housing Authority (in El
Peublu), the Director of the Concerted Services
Project (CAA) in Pittsburg. a representative of the
United Steel Workers of America Local, and ten
personnel managers, from Crown 2ellerbach, DuPont,
Shell Chemical, Fibreboard, Union Carbide (Linde),
Dow, Continental Can, Shell Oil, U.S. Steel Oil, U.S.
Steel and Kaiser Gypsum.

In retrospect, employers like the telephone
company, the gas companies, banks, federal
employers like Naval Weapons Station in Concord,
and the small business and the retail trades, should
have been included on the Board. These are among
the mole important areas in which IMC has had to
seek for jobs for open ended jobs with veining and
with futures. More contact with labor unions would
have been very helpful, and definitely mere khan one
union representative would have helped relations
between IMC and unions fearful of what IMC might
do to the labor market.

The Advisory Board members were used as core
community contacts. They were kept up-to date, by
monthly meetings, of what was happening at the
Center. They were invited and persuaded to visit the
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exemplified by the addition of the Antioch Police
Chief and a represente.tive of the local junior college.

In the first year, the contractor's experience was
that the industry linkage established through the
Industrial Advisory board was extremely helpful, but
did not establish as direct a "payoff" in placements
as might have been expected.

As mentioned earlier, credibility meaning that
people feel that IMC knows what it is doing, has a
worthwhile product is important. Once the
credibility is established, employers will be more
likely to make good on job commitments,
community resources will become more available, and
interested citizens will provide significant support.

The Center Industrial Board was organized by the
first few weeks of Cycle I. Represented on the board
(serving voluntarily, cn their own time) were the head
of Pittsburg's Social Services Department, the Chief of
Police of Pittsburg (and later of Antioch), a

representative of the California State Employment
Service in Pittsburg, the principal of the Pittsburg
Evening High School, the city manager of Antioch,
the head of the County Housing Authority (in El
Peublo), the Director of the Concerted Services
Project (CAA) in Pittsburg, a representative of the
United Steel Workers of America Local, and ten
personnel managers, from Crown Zellerbach, DuPont,
Shell Chemical, Fibreboard, Union Carbide (Linde),
Dow, Continental Can, Shell Oil, U.S. Steel Oil, U.S.
Steel, and Kaiser Gypsum.

In retrospect, employers like the telephone
company, the gas companies, banks, federal
employers like Naval Weapons Station in Concord,
and the small business and the retell trades, should
have been included on the Board, These are among
the more important areas in which IMC has had to
seek for jobs for open ended jobs with training and
with futures. More contact with 'afro.. unions would
have been very helpful, and definitely more than one
union representative would have helped relations
tAtween IMC and unions fearful of what IMC might
do to the labor market,

The Advisory Buie' members were used as Cole
community contacts. They were kept up-to-date, by
monthly meetings, of what was happening at the
Center. They were invited and persuaded to visit the

groups, to offer to the trainees what each could.
Personnel men did interviews, an.) helped the groups
to critique them The city manager helped explain
city government, and discussed citizen participation.
Many atterkeed when other interesting visitors were
present, such as the ex addicts from the Mendocino
State Hospital

The Advisory Board was the IMC's interpreter to
the community the members were generally
established and respected men from the comn.unity,
and they could go out and euplain to friends and
business associates what was happening behind the
walls of the IMC. They helped staff and trainee
awareness by conducting plant tours. This aided IMC
credibility with the trainees, for they felt that IMC
must have some kind of "in" to get this kind of
treatment. That one of the large oil companies
provided a but at its own expense to transport
trainees to and around their plant meant a lot to the
trainees. In fact, to see these inert arriving for
meetings made many trainees curious, and it helped
IMC credibility with them to see administrative staff
talking to potential employers. The close IMC
association with the police departments of Antioch
and Pittsburg also proved to be helpful in their
behalf.

After one board member participated in a HRD
session at the center, he called to say how much he
had learned about IMC human resource development
methods, and about himself. The following v -26 was
the tea of his plant by bus. It was obvious that he
had taken extra time and effort to try to acquaint the
plant chemists and ether technical people of the need
for common /eating with the visiting trainees from
{MC. The cheniists had arranged fascinating
demonstrations, and tried very hard to answer trainee
questions openly and honestly. In a plant where most
of what goes on does so in pipes, there was much to
see. it was the best plant tour IMC trainees had.

The interconnections started working: the
Board was impressed because they had learned
something about themselves. Due partly to this, and
to the contractor's suggestions about the necessity for
industrial supervisor training, several Board members
are trying to convince their plant superintendents or
home offices to go ahead with some experimental
training run by the contractor.



IMC ha; found that it is imperative for the public
agencies to be involved as much as possible.

First, they have considerable supportive services
available to the trainees, and to the staff.

Second, they wield a strong inf I u ence, since they
are regarded by the general public to be the experts in
the "people" field. If they indicate approval of the
Center, others will follow.

Third, they can be a large source for trainee
referrals, and help in the counselling and placement.
This is not to suggest that IMC would forego its
financial and administrative independence, but it was
essential to receive help from the public agencies.

One of the services which !MC found it could offer
both the agencies and the citizens was io act as a
go between among different offices, and between the
target population and the agency bureaucracy. Many
time; IMC was able to facilitate a trainee receiving
services or benefits to which he was legally entitled,
or to help translate for a trainee, or to inform one
agency of what another agency was doing with
relation to a trainee.

IMC relations with the Social Services (welfare)
agency have been excellent, and it may be profitable
to discuss now that came about, as the model of what
IMC-public agency relations should and could be.

Much of the credit for the successful cooperation
between IMC and the Social Services office should go
to the director of that office she grasped quickly
the goals of the program, and had a good
understanding of what IMC was trying to do.

Several days after IMC opened shop in Pittsburg, a
meeting was arranged with the Social Services
Department about 150 people. IMC staff explained
,he program, including the staff training which was
nearing completion, and answered numerous
questions. There was a favorable response from the
social workers, and a strong interest developed in the
FIRD facet of the program, and in the sensitivity
techniques used in staff training. Strong caseworker
interest led them to petition their director to institute
some experimental sensitivity training ir them, so
that they could get rid of some of their own
perceived hang-ups and communicate better with one

10
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another, and with their clients They wanted very
much to examine their feelings towards the people
they worked with, especially in regards to the racism
discussed at length in the Kerner Commission Report.

Because the director of social services was able to
arrange schedules, sensitivity for the full staff began
in a very short period of time, run by R&D's chief
trainer, who had also run the IMC staff training
scssicns. The results were rewarding both to the
director and to the caseworkers. This provided a
tremendous boost in credibility for the IMC, and its
techniques and personnel.

The Social Service Department meanwhile had
offersd the services or fetter community aide trainees
to help in IMC recruitment; it turned out all four of
these people enrolled in Cycle I: two graduated first
cycle; one of those who dropped out returned second
cycle, and graduated. The director was so pleased
with the attitude improvements in these aides that
he subsequently said she would encourage

newly recruited community aide trainees to enroll.
She was impressed with the program, and said so.

The director of social services then began to
arrange meetings of IMC senior staff with social
service departments from surrounding areas. Senior
staff learned from each session and developed more
effective ways of explaining IMC techniques. It was
found that explanation of HAD and BE techniques
worked best utilizing the videorecorder a. d BE
equipment, and using membets of the audiences as
participants. The goal was to explain precisely how
the Center operated, in tee -).s of how the small groups
were conducted, and how they functioned.

To this end, IMC demonstrators sought to involve
the listeners at much as possible. During these
meetings. the demonstrators tried to hit on relevant
points for the individuals involved artitudes
towards their supervisors. Thus, these were not
merely demonstrations of technique but also learning
experience for the listeners end participants.

The key here was the considerable amount of time
and effort spent displaying IMC wares, and inrolying
the people in the displays. The goel was that not only
would the participants learn something about IMC
and its procedures, but that also they would learn
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another, snel with their clients. They wanted very
much to examine their feelings towards the people
they worked with, especially in regards to the racism
discussed at length in the Kerner Cominissidn Report.

Because the director of social services was able to
arrange schedules, sensitivity for the full staff began
in a very short period of time, run by R&D's chief
trainer, who hart also run the IMC staff training
sessions. The results were rewarding both to the
director and to the caseworkers. This provided a
tremendous boost in credibility for the IMC, and its
techniques and personnel.

The Social Service Department meanwhile had
offered the services of four community aide trainees
to help in IMC recruitment; it turned out all four of
these people enrolled in Cycle I: two graduated first
cycle; one of those who dropped out Nturn second
cycle, and graduated. The director was so pleased
with the attitude improvements in these aides that
:he subsequently said she would encourage
newly-recruited community aide trainees to enroll.
She was impressed with the program, and said so.

The director of social services then began to
arrange meetings of IMC senior staff with social
service departments from surrounding areas. Senior
staff learned from each session and developed more
effective ways of explaining IMC techniques. It was
found that explanation cf F1RD and BE techniques
worked best utilizing the videorecorder and '3E
equipment, and using membeis of the audiences as
participants. The goal was to explain precisely how
the Center operated, in terms of ha the small groups
were conducted, and how they functioned.

To this end, ;MC demonstrators sought to involve
the listeners as much as possible During these
meetings, the demonstrators tried to hit on rerevam
points for the individual; involved attitudes
towards their supervisors. Thus, thew were not
merely demonstrations of technique bLrt also learning
experience for the listeners and participants.

The key here was the considerable amoun. of time
and effort spent displaying IMC wares, and inwhing
the people in the displays. The goal was that not only
would the participants learn something about IMC
aid its procedures, but that also they would learn

something about themselves, and their work.
Representatives of eie Social Service Department

frequently came to the center, to bring visitors, or
new employees. The director several times has
niscussed welfare regulations with IMCtrainersand has
encouraged center staff to be informed on procedures
so that IMC can do what it can to make sure an
individual is receiving what he is entitled to. Warn
personal relationships have accompanied the
rerpectful ; .,fassionai one, and constan' recieests for
professional assistance are asked and received bark
and forth.

Relations with Life California State Employment
Service have been excellent too. IMC tried to adjust
its schedules to fit the convenience of CSES
personnel who hcd to be involved in certifying the
trainees. °him, the CSES people went out of their
way to do the work. IMC showed good faith by
supplying the manpower to prepare the Title II
enrollment forms which the Employment Service had
originally agreed to do but for which they found
themselves shc,ef handed.

Also, for the first time in their history, CSES
administered the General Aptitude Test Battery
(GAT-B) outside the confines of their office. Teams
of CSES personnel came to the Center during each of
the three cycles to test the trainees. They also tra red
several IMC staff members to interpret the results,
and utilize same for job matching and placement,

Early relationships were somewhat less auspicious
between the IMC and en adult education program
being conducted by the local school system. The
letter's principal expressed concern because the IMC
trainees received stipends, while his did not, and he
feared his enrollment would be aepleted as trainees
switched to IMC.

A series of-conferences did nothing to alleviate the
stipendi..g situation, but did result in an invitation to
the prine.pal to join the IMC Industrial Advisory
Board.

Somewhat to staff's surprise, he accepted, and
later invited the IMC's training director to join his
advisory board. The latter invitation was accepted
with alacrity end a potentially troublesome problem
was solved.
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IMC expanded its mandate during Cycles II and III
to enroll ;relates from the Sheriff's Rehabilitation
Center in nearby Clayton, California. The contractor

I iev,?s the relationship hetvveen IMC and the
Rehabilitation Centee will be important both in terms
of manpevver problem- solving and anti-recidivism.
The enrollment of the 'iimates of the Sheriff's
Rehabilitation Center was hi.wever not without its
problems.

At the first meeting berweari IMC and
Rehabilitation Cente, staff, two problems, security
and formal approval, were frequently repeated:
should we deputize so -neone at 1MC?; how will you
guarantee control ?; they bring in everything from
girl,/ books to hard sluff"; the lieutenant will have to
take it up with the under sheriff who will take it up
with the sheriff; we will need the approval of the
Coui ty Board of Supervisors: "the Code doesn't
provide to: this."

The under sheriff and the county administrator of
the WorkFurlough Program gave a written and oral
presentation before the County Board of Surervisors
and the Board responded favorabl, unaceirg an
"emergency ordinance."

A delaying deadlock between state officials who
did rot have the authority to proviae incentive
payments for prisoners, and Rehabilitation Center
officials refusing to participate without the payments,
was resolved when the contracting officer authorized
the payments from the IMC budget.

With this roadblock removed, the training director
and ten IMC siaff members discussed the IMC
program with 75 inmates of the Rehabilitation
Canter. At the end of the meeting, 57 men expressed
it terest in training and by the end of the day, 23
had been formally interviewed. On Sunday, six IMC
staff members went back to Clayton and the
remaining 34 men were interviewed.

XV PRISONER WORK-RELEASE
PROGRAMSri

Of the 57 men interviewed, the IMC selected 34,
whet were considered eligi'ale for training, scre tninn
out known alcoholics and residents of other couedies.
From this list of 34, security officers of the
Rehabilitation Center selected ;:en men who were
approved for training. (IMC was not informed of tie
basis of their selection.) Problems of security ware
again discussed and 9 new problem of transportation
was added ro the now loilg fist of diffie-itties.

It was decided that the Rehabilitation Center
would rely on IMC in matters of sceial control and
that any infraction of the rules would be reported
immediately to the Rehabilitation Center's security
officers. The County provided a truck and solved the
transportation problem. IMC's training director
spelled out IMC and Rehabilitation rules in a meeting
with the ten men selected and then explained to the
reiectees that they would not be eligible for this cycle
of training,

'3ei Monday of the second week of training, a
county truck arrived with ten mien, dressed in denims
and provided with lunches by the Rehabilitation
Center. They vere immediately integrated into
classes, grouped as all other trainees by academic
achievement level. Classes continued as usual.
7.kistinn groups welcomed their new members arid the
Clayton residents, reserver at first., were soon as vocal
as everyone else.

The Rehabilitation Center restricted the men to
Center grounds anr' set the rules ayainsi use of the
telephone or any other contact with the outside."
During the first week, there were a few minor
infractions, all easily handled by both group and
individual HRD sessions.

Subsequently, one man was returned to the
Rehabilitatioi, Center and refused further training at
least for that cycle) at IMC. After breaking several
Rehabilitation Center regulations, he had passed a
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Of the Si men interviewed, the IMC selected 34,
io were corssidered eligible for training, screening
t known alcoholics and resident: If ether counties.
cm this list of 34, security officers of the
rhab litation Center selected ten men who were
proved for training. (IMC was not informed of the
sir of their selec,tion.l Problems of security 'wore
sin discussed and a new problem of transportation
is added to the not': long list of difficulties.
It was decided that the Rehabilitation Center
uld rely on IMC in matters of social control and
at any infraction of the rules would be reported
imediately to the Rehabilitation Center's security
f icers. The Coonty provided a truck and solved the
ansportation problem. IVC's training director
elled out IMC and Rehabilitation rules in a meeting
th the ten men selected and then explained to the
jectees that they would not be eligible for this cycle
training.
On Monday of the second week of training, a

runty truck arrived with ten men, dressed in denims
td provided with lunches by the Rehabilitation
enter. They were immizidiately integrated into
asses, grouped as all other trainees jy academic
chievement level. Classes continued as usual.
isting groups welcomed their new members and the
layton residents, reserved at first, were soon as tocal
s everyone else.

The Rehabilitation Center restricted the men to
:enter grounds and set the rules against use of the
elephone or any other contact with "the outside."
!tiring the first week, there were a few minor
thacticms, all easily handled by both group and
idividual HRD sessions,

Subsequently, one man was returned to the
lehabilitation Center and refused further training fat
east for that cycle) at IMC. After b.eaking several
lehabilitation Lenter regulations, he had passed a

note asking for "a S25 bag of stuff and a tube of
Wyaminz instead of lunch." IMC's report of this
incident to the Rehabilitation Center resulted in one
man's expulsion from the ongoing program and a lot
less skepticism on the part of security officers at
the Rehabilitation Center.

Another man decided to drop out of the program
altar two weeks of training, saying he "wouldn't be
able to learn anything." Another whose sentence was
almost up said he wouldn't continue training after his
release and so elected to d j. out before release.

The remaining seven, especially two non-readers,
were enthusiastic and ,,ad been concerned that one
man's infraction of rules might jeopardize their awn
enrollment.

The Clayton residents, however, were no different
from other IMC trainees except that they had current
convictions rather than past records.

Four Clayton resident., graduated from the second
cycle, end five from the third. Of the four Cycle II
graduates, one was wor1/4ing at the .time of most
recent follow-up as a S55D-e-month salesman for a
tire company; one was a 540 -a week part-time
mechanic; one had admitted himself to Napa State
Hospital for drug treatmeirt and was on a leave of
absence from a job; and one had left the area, leaving
ro forwarding address.

Of theCycle HI graduates one Joined the U.S.
Marine Corps; one joined a construction firm as a
heavy equipment operator at S5.15 an hour; one
joined a construction firm as a laborer at 5169 a
week; and two left the East area.

While it is too early to evaluate IMC's effect on the
Clayton trainees, Center staff feel it is a good
experiment which broadens, without changing, the
scope of the total program.
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ire one-year experience with an exciting new
prubrnrn raises as many questions as It answers. While
the techniques of U S R and D is to answer questions
in a pragmatic, show-how-itis-done fashion, reflecting
its management orientation, this does not indicate
that the corporation shys away from the theoretical
analysis which is essential if those who design
programs are to duplicate this methodology.

In a demonstration program, the ulavver to a real
problem must be in terms of the moment; in short, a
practical solution to a surfaced and visible problem.
Analysis comes later, paralleling the methodology of
the physical sciences. Research conclusions therefore
as based as much on reflective "hindsight" as Ihey are
cn careful planning.

From this methodology comes recurring questions,
some as yet unanswered.

Does the contractor, for example, propose that his
meth ids supercede CEP or perhaps N.A.B.? Is the
purpose of this report to argue that pre-vocational
(or, indeed, all manpower} training ',a assigned to
private contractors rather that government
'nstitutions? And, does private-sector cortracting of
manpower programs guarantee tl'e Government any
k nd of special "access" to employer groups not
enjoyed by governmental institutions themselves?

The answer to each question., has to be a yes-no.
None of the problems these questions suggest are
easily answered. There are, hoNever, trends which
this contractor has not hesitated to ennumerate and
they form the basis from which the tentative
conclusions and suggestions were drawn.

Some of the conclusions are more definite than
others.

As can be seen from other sections of this report,
the IMC's ultimate role as a supportive-service
delivery system was substantially greater than was
envisioned at the time the original planning was dont..

IMC staffers assumed a helper role
vis-a-visenrollees in the !atter's dealings with many
different institutions the courts, police, welfare,
the employment service, the schools and others.

XVI ANALYSIS



It is the contractor's contention that only a not,
entity in Pittsburg-Antioch, such as the IMC, could
perform this function, since long-standing inter-and
intra-institutional relationships appeared, ir.
Pittsburg-Antioch as elsewhere, to have created an
inflexibility which in turn was responsible for the
amount of extra-curricular work done on enrollees'
behalf by the IMC staff.

it may be argued that creation of a new
instrumentality such as an IMC does not guarantee
that the new entity will be any more responsive than
the existing ones, and this is certainty true.

It must be borne in mind, however, that all the
supportive services undertaken by !MC staff had as
their basic motivation the creation of a situation in
which the enrollees could obtain and keep jobs and
that the contractor was provides with an incentive fee
based on the success according to these two cniteria.

Incentive contracts, then, are a key to the creation
of the support system.

The JOBS program contains elements of this
incentive system, in a negative way: This greater the
effectiveness of the individual contractor's support
syteri, the less the trainee turnover, and the greater
the chance that the contractor will recoup his full
entitlement for extraordinary training costs.

The CEP prime contracts make no provision for
incentive fees, and it is not known whether any
individual CEP subcontracts make such provision.
This seems to be a point worth exploring.

It is clear that if incentive fees are to be part of
contracts or sub-contracts for manpower programs,
these contracts will necessarily involve the private
sector, since only eie private sector is in a position to
translate incentive fees into profits.

This, then, is the contractor's basis for contending
that private-sector firms be more deeply involved in
pre-vocational training programs sponsored by the
Federal government.

75

Whether these same firms should be involved in
skill-training is another question, and one on which
the first year's IMC experience sheds little light.

The second year's IMC contract makes provision
for in-plant skill training, and results will be reported
as appropriate.

Another section of this report deals with the
question of the extent to which IMC enrollees were
benefited by the con'tractor's "access" to the
Pittsburg-Antioch industrial community.

Briefly, the question cannot yet be isisvvereo. The
local industries were automated reducing
employment opportunities; several labor disputes
further depressed the labor market during the IMC's
first year and the industrial community's
commitment to the program as measured by
specific job promises was not as strong as the
contractor and the IMC program's sponsor, the Bay
Area Management Council, had been led co believe.

HOW THE CONTRACTOR RESPONDEL,

IMC staff legwork led to a different kind of access
to whole-ale, retail and distributive firms, and

governmental employers which resulted in the bulk
of placements for IMC graduates.

The contractor believes that the program's
flexibility was a vital element in creating the new
access when the predicted one proved disappointing,
ar,d that it is unlikely that pie-existing institutions
quickly adapted themselves to what has been, in
effect, the development of a "new market" for the
placement of graduates. The same theory extends to
the opening of other educational opinions,

The question of the replicability of the IMC has
been touched on several times in this report, and it is
the contractor's belief that the center is, indeed,

replicab
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Whether these same firms should be involved in
.ill-training is another question, and one on which
ie first year's IMC experience sheds little light.
The second year's IMC contract makes provision

a in-plant skill training, and results will be reported
appropriate.

Another section of this report deals with the
testion of the extent to which IMC enrollees were
anefited by the contractor's "access" to the
ttsburg-Antioch industriai community.
Briefly, the question cannot yet be answered. The
cal industries were automated reducing

nployrnent opportunities; several labor disputes
rther depressed the labor market during the IMC's
rst year and the industrial community's
mmitment to the program as measured by
ecific job promises was not as strong as the
intractor and the IMC program's sponsor, the Bay
rea Management Council, had been lad to believe.

HOW THE CONTRACTOR RESPONDED

IMC staff legwork led to a different kind of access
to wnolesale, retail and distributive firms, and

wernmental employers which resulted in the bulk
placements for IMC graduates.
The contractor believes that the program's

axibility was a vital element in creating the new
:cess when the predicted one proved disappointing,
id that it is unlikely that pre-existing inst;tutions
sickly adapted themselves to what has been, in
feet, the development of a "new market" for the
acement of graduates. The same theory extends to
e opening of other educational opinions.
The question of the replicability of the IMC has

!en touched on several times in this report, and it is
e contractor's belief that the center is, ,ndeed,

replicable elsewhere, perhaps as a new model for
N.A.B , or CF_P. Any other future centers could have
several elements of commenetty with the IMC:

--The basic educational materials, including both
books and hardware.

The Human Resources Development curriculum
and the training/sensitizing of group leaders which
precedes its implementation.

The adrnin istrative configurations, including
reporting systems, payroll, participant follow-
through procedures, etc.

The staff recruiting system, which draws from
several non traditional sources, most no ably
retarned Peace Corps volunteers, which mixes
seasoned personnel with promising haw corners.

The quick-reaction timetable, which makes for
quick start-up of center operations in f.uct, new
centers in the future might make a bettsr record
on this score than the IMC, which e.perienced
site-location delays not intrinsic to the center
concept).

The Industrial Advisory Board format, modified
as need be to include major employers in trade and
distribution as well as industry.

Other than these elements, there is one other -
staff cohesion arid spirit - which cannot be fully
predicted in advance. As this report indicates, the
center's success was built on the hard work and long
hours of the staff, and the willingness of staffers to
work those hours was predicated on high morale and
mutual confidence - what might be called "good
personal chemistry."

The assembly of such a cohesive staff requires
broad recruiting resources, good personal judgment,
adequate compensation for initiative, and a bit of
luck. While the first three elements are replicable,
horseplayers and government contractors recognize
that the last is not
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XVII RECOMMENDATIONSsionwsI
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Many of the contractor's operating experiences
have served as the basis fur the proposal for the
second year's Center operation, which the
Department of Labor has approved, Major
modheations during be second year will be to try to
increase the ;n plant delivery of basic education and
attitudinal training and an increased emphasis on the
attitudinal management training for first line
management in area plants. The contractor's other
recommendations. drawn from tha first year's
operating experience. fall into the following
Ca terjor re s:

1. Location. The Center's location in Antie:h has
beer ideal in one sense and less than ideal in another.
The Pittsburg Antioch area has the sir a'lest amount
of social service delivery in Contra Costa County, and
the need for such delivery systems undoubtedly
speeded community acceptance of the Center. Finale

contractors, and the Manpower Administration
would be well advised to seek similark
under-programmed areas in the future in order ti
ensure early program viability. On the other hand, PI,
PittsburgAntioch area nclustrial joh market i

relatively static, as is explained and a futui
contractor would be well advised to structure the jr,l.
development/olacement effort to take full
of ron-inclustrial job opportunities As rcportec
earlier, industry enthusiasm 'or the Pittsburg Antioch
Center did riot necessarily translate itself into spud'.
job opportunities, for a variety reasons, and th.
Center was not as flexih'e as it miyot have been in 1.,r,

early days in seek ir.g new relationships sib
employers who were hiring. The cent'
this situatron may DI)1.10 rn Who "Lof),in in.10'
i3r COS.

?. Stipends for Trainees. As the earlier
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contractors, and the Manpower Administration,
would be well advised to seek similarly
underprogrammed areas in the future in order to
ensure early program viability. On the other hand, the
Pittsburg-Antioch area industrial job market is

relatively static, as is explained earlier, and a future
contractor would be well advised to structure the job
developmcntiplacement effort to take full advantage
of non-industrial job opportunities. As reported
earlier, industry enthusiasm for the Pittsburg Antioch
Center did not necessarily translate itself into specific
job opportunities, for a variety of reasons, and the
Center was not as flexible as it might have been in the
early days in seeking new relationships with
employers who e.cre hiring. The contractor believes
the, situation may obtain in other "urban fringe-
an eds.

2. Stipends for Trainees. As the earlier- text makes

clear, the MDTA stipend proceeure requires some
"de budding"before it can be eifective in a center
such as the Pittsburg-Antioch venture. Time-lags
between eniollnient and trainee receipt of initial
checks are iiwkward, both in terms of absolute
economic need and in terms of credibility. The
contractor believes the solution is a involving fund,
but not -- as in a current nediiest project one
which requires incoming enrollees to sign a

ppwerof -attorney, since an incoming enrollee,
requites a period of time to gain confidence in a

center, and an immediate requirement that such a
power of attorney be signed is not calculated to instill
his confidence. A large project such as
Pittsburg Antioch, operated by national contractor,
offers seltt inanc ing possibilities for allowances which
may not he available in o'her manpor,%ci plograms.
The firct that the allowance ploblem was sohed at

7 b



PlIshilig Antic( h iuiay Ire an argument in favor of
can l actors with ample eajatal reserves, rather than
smalle firms, ti,dren a pi op am such as this is

mounted by a public agency, of course,
adiumtrative regtilat cos often picvent self financing
of the early shperd out au ,,s and, more often than
not clr:i.c.ILde then ,iltogrther The answer here, of
«anise, is greater fluxirality. The contractor believes
also that any new stipuirel regulations should deal
'aids the pirthlains of emollenero of Center trainees
flop, the C ayton Rehahilikuoil

3. Transpintation. The Pittsbuic Antioch Center
experienced trainee lotion clifficultie ad a
substuritail aurou.rit of staff time seas clevoteri to the
eatinn of trim-uric carpools and to the operation of

pick up and (map oft trzo,uportation sir vices. This
activity yvas occasional by a lack of adequate public
transpoi tation. It mist he remembered that
Californians are a uniriLly mobile group, soil
difficultuis encountered in the implemental on of this
Conti act probably will Ira 0V041 :00re SLII'S!a,llial and
costly in analogous piogran s elsewhere in the
country,

4. Job Development, Tne contractor was chic to
create a SLitiSf..,:/Oly relationship with local inaustry
personnel officers, both through a regularized system
of job piacernent calls arid through involvement of
the pcosonnci officials in Center activities. in the
latter category of act unties was the "rule-play"
training at the Center, in which personnel officers
"played themselves" in simulated job interview's with
trainees, alter which the rot -is were reveised _1 the
pf..?? srAlnel of heats had a chance to observe and
coapathize with - "the view from the other side of
the desk," It shr be pointed out, however, that
the acti.ities were placement activities and did not
cntro --Ito the !alga area of job development, in the
sense of proffsrred management assistance leading to
realgrareent of iuncticoal assignments within a plant,
and thusthe creation of new jobs.

r..) Trainee &appal t The eu.,,ei len( cu. of most recent
inanpo,.er prufjianus has been 1h-it trainee SOcial

supper 11.1(The ly I` C!formed are a costly and
limE consaininn activity, involving co at appearances

and other !ni beftdf of trainees. Toe
I ode str Maori°. i.uri fi-enter's exiseilence is no
xceptioo to His Contractor', staff
liire-kecuu i made no provision for a

Inicak-out Iii slat' dcvntee to such support, but
contractor aa.urrratzs that the function reqtreed
about half of ail administrative costs, or about 17 per
rent of the total oesgraduate cost, or roughly
$212'per graduate. The advantages of th s effort were
sul)slantial, in human terms, in trainee retention rates,
and in community acceptance of the reinter t.ioncents,

6. Linkages and Interagency Relations. The
estalrishment of a new iristitut on in any common ty
is a delicate and sophisticated activity, requiriiiy us it
does a finesse in deal-rig with other pie existing
instiluticns as well as grasps of individuals who feel
that their interests has not been served by Ilose
Institutions in the past. A recitation of specific
schations to various inter ar,encyrclaions problems
iwoutd require more space than is appr op; ate for this
volume, but in general it can Ire said that considerable
managerial and commiunity-relations acumen are
required and should be a prerequisite for programs of
this nature.

7. Career Ladders for Center Staff In theory, it
should be ramnently fcas life for trainees, having
absorited a feeling for group process and education
during their own training, to move upon graduation
into entry level training slots on the center staff, all(k
this happened in one case. The reason it did rut
happen more often is that shifting status from a
tiainee to a trainer exposes an individual to many

..cr group pressures, sonic of which are rot ;'et
clearly understood. A secondary reason us that more
participation in 'Titan or OCeSSCS does not r1Cces,,;a fry
give an individual in depth insights into worm
dynamics; only the most alert awl thoughtful trainees
gain an appreciation of grocp leadership through
group participation. Peer pressures ids() seen to
inhibit trainees from rocking Me jump to has'::

education monitors, or g, vies 1: it another equally
important element scrams to of irinfidonre rn
(-nester ing the curriculum enough tai teach. The
contractor's efforts toward exnanding 1,0(10



possibilities is cant nuing in :he Center's second year.
8. Staff Hiring from the Area. This Original goal is,

of course, somewhat different from the career-ladder
concept, since it was the contractor's intent, in the
fir st instance, to hire enanagement staff from the local
or nearby communities to take the places of staffers
'imported franc the contractor's corporate

headquarters. An earlier section cf this report
irdicatrts that the effort was less than fully successful,
titre largely to site select on delays which in turn
delayed program ,mplementation, which in turn
required the co air and use of seasoned staff from the
corporate headquarters. The site-selection difficulty,
however, does rot l,r eclude a conclusion that
r,otenticl staffing resources in an "urban fringe area
an irwrd to be s;sarse, since the ,nost /dile
acHsinistratois and the roost tens live trainer's
alieacy have felt the call of the cites, and are no
longer available, their interests and clot having
been drawn by the notion of "cities in crisis" while
their incomes are being improved by urban pay-scales.
The contractor also fei the year-by-year funding
status of the ifs1C program was an impediment to
long-term reciu Client since many able potential
staffers IVE:le ileterr ad by the tact that the 0,-1C

poy.a.as was, Herl 15, experimental and offers payroll
lorpsevity assurances only on the 'itrsis of the

to' nurate needs ss-h+ch need r,ot coincide
0J-1 any intent to remain Opcated in the Sri

Francisco Bay area.
B. Basic: Education and HRC. It Is !trio

readily apparent that the astrorscrumal Jumps vs
ednratronal a-1U ininent ,1,2 not solely due to the
invier rats themsceses, rn to the method in ',...rhah teey
are taught.

Some of tie 51.1CCeS"., leLlSt he att dieted, of course.
to this factor, and to the fact V it trainees fuel its

they 1.,11 not be abanderned after the ten wcek session
is ended. The total temonsiltility, irons tucluitinN, to
post -placement Iram.kstopprog corshimics to i.e
desire to lean a.

This Cinti,octof hclwvet, hOt.evti, that the most
significaol lister in I rill ri leaning is the inclusion
the HRD component, the openirej lip -Of the h milt
k..,CH'ig, the ilviok,:rlirg of out only denire, 11,1 of a
sense of .:icc(.nipWlrili.W.

The Ijr,..!(,,1 lt,,orlIrci 15

6

the self image the trainee carries on his shm.
has accepted society's clef nit on of hip
regards fr ustration and failure, disappoints
dis Ilusiorment as his life cycle. The HRD
snaps him out of this framework. This c.
feels it is a vital component to pre-ss

pi ()grains and well worth the long hours of ter
10. Continuing the 1111C, If the IMC

per forming a valuable conimunity se/viCt
thinking goes, indications should be forthcc-I
desire by local interests, public and/or pi
carry on the center's activitier at the en,
experimental period.

The contractor believes that this intense
already being expressed and that Poring th.
year it nvill reach abnormal Peaks. The supp.,
IMC is there and it is broadly based ranging
leaders of the so called "EstElAshrrent-
bypassed ghetto residents. It ranges from ju
police chiefs to prisoners and exprisoners.

But, as is usual in many resear
demonstration projects, the continuity of I
successlt.1 idea is as difficu t a process as ac.
progra.m's slated goals,

At, the heart of the matter ts the fact
manpo,..ver 's c.IrNsiy betst,eee
Ins:rtutatrras, each ssath its commitments ar
often than not already concerned about If -,
money to manage its MAT, operations.

It is naive to expect cost oriented local e
to pick up the entire cost of tut IMC operat
most incy,stry can be expected in do is to
fo; mei ly rirsarrvaritavd, pot them on a career
an equal v..ith those v.:hp they 11,14- trial
hired, sensitize management to Eros
unclip stvocing iron'( and persuenel envitorr-
this r-crvy employee, and iu pai for skit tr,

opyr ading In some instances. with
CorporAlons, score etentual rontribritiori
expected for successful (sacs, per Hos on the
c.h.1 it il,es to ierrint staliE' eMprO'iCe

It trust also be enCmlmci That in tl
fringe areas, the plants frequently are at the

egrpciate repoiLng pro. es,, ar rl thE
,.f use game is not nor- he boat
those r'. ho . re "m1'0;11111:- v.7h the irllusrrr
4,ii to credit the COLin..,I.: 1t t,,tls for a lo



I.iear.
!al is,

the
ocal

lifers
Ia ate
port

Lorin

the
1,, ty,

That

tile'

s

no
Ling
ihile
11 es.

pimp
I' to

-1r

the

ise,
bat

Ion
I to
the

List

of

the self image the trainee came-, on his shoulders. He
has accepted society's definition of himself. He
regards fruit!'ation and fa,lure, disappo,r tment and
disillusionment as his I fe cycle. The HRD segment
snaps him oat of iihis framework. This contractor
f eels it .5 a vital component to prevocational

ogiat, . rid well worth the long hours it takes.
10. 'ontinuing the IMC. If the IMC is induct

performing a valuEle community service, so the
thinking goes, indications should be forthcoming of a
desire by local interests, public and /or private, to
carry on the center's activities at the end of the
experimental period.

The contractor bel...ves that this intense interest is
all eddy being expressed and that during the second
year it stall reach abnormal peaks. The support of the
IMC is there and it is broadly based ranging frost the
leaders of the socalled "Establishment" to the
bypassed ghetto residents. It ranges from judges and
police chiefs to prisoners and ex -prisoners.

But, as is usual in many research and
demonstration projects, the continuity of funding a
successful idea is as difficult a process as achieving a
pro liar's stated goals.

At the heart of the matter is the fact that the
n avower pie is already divided lietween existing
institutions, each with its col/It-influents and, more
often than not, already concerted about the lack of
money 1,, manage its own operat ons.

It is naive to expect cost oriented local industries
to pick up the entire cost of an IMC operation. The
most industry can be expected to do is to hire the
formerly disadi,antagert, put than on a career track as
an equal with those 'vile, they have traditionally
hired, sensitize management to provid-ng an
understanding woik and personnel environment for
this new employee, and to pay for skill training or
uptir acting. In some instances, with the larger

corporation's, some eventual contribution can be
expri .cri for successful hires, perhaps on the level of
what it Lkes to recruit a stable employee.

It most also he rcmcrubered that in the urban
Inge areas, the plants frequently a.e at the end of a

long roipoiate repotting process and the general rule
of the game is not ''to rock the boat." FrequcnVy
those crho are ,irifamil .ir with the industriii I v.iorlif
far! to credit the cou,age it takes for a local plant

manager, or lower corporate executive, to venture
into new or controversia' areas. li all goes well, he
benefits; but if something fa Is, if the new employee
causes corporate problems or unfavorable publicity, it
is the local manage, who pays the full penalty. The
corporate reviewing process is heaviiy oriented to
provide rewards for stability or reduced costs. The
manager who understands these evaluation techniques
has a prior committment which often requires social
commitiment to take a back seat. If this one lesson
were understood by government officials dealing at
this level, it wouid be a major contribution to the
solution of the problem.

Where, then, can the money be obtained to
continue successful prorrams?

There would seem to be three contemporary
possibilities.

The first is to alter existing programs with further
tests. For example, the program of the National
Alliance of Businessmen could hie altered to provide a
national test of this heavy pre-vociatinnal emphasis
before entry into a MA program. If that national test
is successful by N.A.B. standat cis and needs then it
might result in an administrative adjustment of
regulations.

The second is to seal ch through the catalogue of
existing manpower operations for t:le funding
necessary to continue the program. This will require
help at both the Washington arid Sacramento level. It
may also require inter-agency cooperaton and
adjustment of existing procedures or allocations

The third is to suggest legislative change so that a
program of this nature can become national policy.

The most pragmatic and ,niniediate solutions lie in
points one and two above. tinder the N.A.B. the flow
of money to industry can be altered most easily.
Under point two, not only can traditional money
sources be tapped, but with the help of itVash ngton
administrators, existing manpower concepts might be
altered for Inclusion of a program of this nature
(CEP, for en' ample).

It is not the contention of this contractor that
traditional programs be srlapps.d, but merely that .-
die concept he made available through trachtional
fund nq sources as an alternative ..hich might hrue
el her widespread or application 1? on
the ne.eds of the local community.
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XVIII STATISTICAL SUMMARY OF RESULTS

The following statisCeal record is the Crater's score
sheet and derails the folln,r/inr;

...cost figures for the progr-rm's lu tctional categories
(recruitment, community rela,ions, Basic Education
and HAD training, job development, etc.)

...the number of enrollees, graduates and dropoL.:

. the numbers and percentages of those placed and
h. ling jobs

.. job placement by industry, occupation and sage
level

. the number of pre employed gracluAes v.ho
achieved some upgrading

...rxlucational improvement as a result of training.

INDEX OF TABLES

Cost Analysts Summary
Total and Per Student Phase I Costs
Start-Up Period
Cycle
Cycle II
Cycle I II . ..............
Cyc'e 'V Recruitirr

Salary Bte.A-lo,:vhs NIcy July 1968 ..
August ober 1968 .....

1168 Jarmyy 1969
I pril 1969 .....

EnrCees,GFKil tes aryl Drop/,01,..
Graduates ....
Graclr.atr < Hist°,
Job P;acc.
Nimbcr o..
P!,cement beta..
Jolt Retention ...
Job l osses
Upgi. Jim
Job Placement 1y In lust' y
Joh Piacement by Occupation
Job Pracement by Wages
EdJcational In pro,.ement



INDEX OF TABLES

Cost P rmtysis Summary
Total and Per Student Phase I Costs
Start-Up Period III
Cycle I IV
Cycle I V
Cycle III VI
Cycle IV Recruiting VII

Salary Breakdowns May July 1968 VIII
August-October 1968 IX
November 191s8 -January 1969 X

February April 59G9 XI

Enrollees, Graduates and Dropouts Xli-XIII
Graduates XIV
Graduate Work History XV
Job tracement XVI
Number of lob Placements XVII
Placement Details XVIII
Job Retention XIX XX
Job Losses XXI
Upy )ding XXII XXIII
Job Placemi..nt by Industry XXIV

Piacernent .XXV
Job Placem nt by Wages XXVI XXIX
Educational Improvement . ...XXX XXXI

TABLE I

COST ANALYSIS SUMMARY

The following cost analysis has been compiled by
breaking down the actual costs into the following
time periods:

May, June & July 1963
Site Selection Staffing and Organization
Cycle I Recruiting

August, September & October 1968

Cycle I classes and . allow-up
Cycle II Recruiting

November, December 1968, Jonuriry 1969

Cycle II classes and Follow up
Cycle III Recruiting

ebruary, March & April 1969

Cycle III classes and Follow up
Cycle IV Recruiting

The salary portion of the cost al alysis has been
computed by obtaining the percentage of time spent
in the various categories by all personnel and
combining 5;1(11C to reach the total costs.

The individual c,st per student includes the cost
of Recruiting, Community Relations, Administration,
Basic Education and IIFID Training, Job Development
and Follow, up.
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Recruiting

Supervision
Applications

Door to door
At center
By phone

Total Application;

TABLE IX

SALARY BREAKDOAN AUGUST, SEPTEMBER,

COST PER
GRADUATE

2154.67 17.52

2101.08
913.19
146.13

3160.40

Follow Up
Phone check appoint -
men" 276.13
Interviews at center 583.63
Interviews in field 583.63

Total Follow-up 1443.39
Testing and preparation
for classes

Test given 1232.58
Grading tests 145.67
Written reports 146.14
Set up medical ap-
pointments 65.13

Trial testirg and Doss
Prep 1589.52

TOTAL SALARY BREAKDOWN
CYCLE I RECRUITING

General Administration

17.CP

7.42
1.19

2.; 69

2 25
4.74
4.74

11.73

Direct Class Room C

Supervisor coons

Training staff an
Material evatuati

rew materi.
Classroom time
Attend training r
Testing
Grading tests
Work out subjec

groups
Report days pro,

Total Direct

Graduate Follow up
10.02

1.18 Job Developmen
1.19 Graduate rollo

Total Job D
.53 Forow-up

TOTAL DIREC
12.92

8347 98 G7.86

Supervision 2408.40 19 58
Check attendance 90.00 .73
Interviewing 666.62 5 42
KBK 157.54 1 28
Typing 2482 21 20.18
Stipends 1000 00 8 13
Bookkeeping 736.74 5 99
Janitor 830 85 6.76
Calls to Absent members bom s 343.28 2 79

Total Administration Costs 8715 61 70 08

.

Community Relatioi



TABLE IX

SALARY BREAKDOWN AUGUST, SEPTEMBER, OCTOBER 1968

2154.67

COST PER

GRADUATE

17.52

Direct Class Hoorn Costs

Supervisor counselling 447.53 3.64

2101.08 17.08 Training staff and trainees 3228.29 26.25

913.19 7.42 Material evaluation and writing

146.13 1.19 new material 3701.25 30.09

3160.40 25.69 Classroom time Staff 9332.90 75.88

Attend training meetings St,f f 1868.12 15.19

Testing 447.54 3.63

Gradin; tests 447.54 3.63

275 13 2.25 Work out subject matter for 2432.73 19.78

583.63 4.74 groups

583.63 4.74 Report days progress 1219.70 9.92

1443.39 11.73 Total Direct Class Room Costs 23125.69 188.01

Graduate Followup (Unable to get detail on this periodI

1232.58 10 0?

145.67 1.18 Job Development and placement 2156.77 17.54

146.14 1.19 Graduate Follow-up 5004.97 40.69

Total Job Developmer t and

65.13 53 Follow-up 7161.74 58.23

TOTAL DIRECT CLASS ROOM COSTS 39003.07 317.10

1589 52 12.92

Community He/etions 4671.20 37.98

8347.98 67 86

2408.40 19.58

90.00 .73

60662 5.42

157.54 1.28

2482 21 20.18

100009 8.13

736 74 5.99

830 85 6.76

343 28 2.79

8715.64 70.68



T
A
B
L
E
 
X

S
A
L
A
R
Y
 
B
R
E
A
K
D
O
W
N
 
-
 
N
O
V
E
M
B
E
R
,

D
E
C
E
M
B
E
R
 
1
9
6
8
 
A
N
D
 
J
A
N
U
A
R
Y
 
1
9
6
9
 
(
1
)

C
om

m
un

ity
 R

el
at

io
ns

A
dm

in
is

tr
at

iv
e

C
O

S
T

 P
E

R
G

C
A

D
U

A
T

E

9
7
9
.
2
8

8
.
0
9

S
up

er
vi

si
on

6
1
9
.
4
4

5
.
1
2

B
oo

kk
ee

pi
ng

1
4
7
.
2
9

1
.
2
2

S
ec

re
ta

rie
s 

-
T
y
p
i
n
g

1
0
6
6
.
1
8

8
_
8
1

Ja
ni

to
r

16
6.

10
1
.
3
7

T
ot

al
 A

dm
in

is
tr

at
iv

e
1
9
9
9
.
0
1

1
6
.
5
2

P
re

pa
ra

tio
n 

of
 S

ta
ff

M
at

er
ia

l E
va

lu
at

io
n 

&
 N

ew
 M

at
er

ia
l

4
4
7
.
3
6

3
.
7
0

T
es

tin
g 

M
an

ua
ls

65
1.

00
5
.
3
8

T
ra

in
in

g 
S

ta
ff

7
1
6
.
6
8

5
.
9
2

S
ta

ff 
in

 T
ra

in
in

g
1
9
4
.
1
9

1
.
6
1

T
ot

al
 P

re
pa

ra
tio

n
2
0
0
9
.
2
3

1
6
.
6
1

R
ec

ru
iti

ng

S
up

er
vi

si
on

1
0
3
0
.
0
7

8
.
5
1

A
pp

lic
at

io
ns

D
oo

r 
to

 d
oo

r
8
8
5
.
4
2

7
.
3
2

A
t C

en
te

r
5
1
1
.
3
0

4
.
2
3

B
y 

ph
on

e
1
7
7
.
0
8

1
.
4
6

T
ot

al
 A

pp
lic

at
io

n
1
5
7
3
.
8
0

1
3
.
0
1

F
o
l
l
o
w
-
u
p

P
ho

ne
 c

he
ck

 a
pp

oi
nt

m
en

t
5
3
.
2
2

.
4
4

In
te

rv
ie

w
s 

at
 C

en
te

r
2
1
3
.
2
1

1
.
7
6

In
te

rv
ie

w
s 

in
 fi

el
d

2
1
3
.
2
1

1
.
7
6

T
ot

al
 F

ol
lo

w
-u

p
4
7
9
.
6
4

3
.
9
6

T
es

tin
g 

an
d 

C
la

ss
 P

re
pa

ra
tio

n
T

es
ts

 g
iv

en
4
6
1
.
7
1

3
.
8
2

G
ra

di
ng

 te
st

s
53

3
8

4
4

W
rit

te
n 

re
po

rt
.,

5
3
.
3
8

.
4
4

S
et

 u
p 

M
ed

ic
al

 E
xa

m
s

3
5
.
1
8

.
2
9

T
ot

al
 T

es
tin

g
6
0
3
.
6
5

4
.
9
9

T
o
t
a
l

R
ec

ru
iti

ng
3
6
8
7
.
1
6

3
0
.
4
7

T
O

T
A

L 
S

A
LA

R
Y

 B
R

E
A

K
D

O
W

N
 C

Y
C

LE
 II

 R
E

C
R

U
IT

IN
G

8
6
7
4
.
6
8

7
1
,
6
9



r
y

T
A

B
LE

 X

S
A

LA
R

Y
 B

R
E

A
K

D
O

W
N

N
O

V
E

M
B

E
R

, D
E

C
E

M
B

E
R

 1
96

8 
A

N
D

 J
A

N
U

A
R

Y
 1

96
9 

(V

G
en

er
al

 A
ci

m
in

,s
tr

ut
io

n

S
up

er
vi

si
on

C
he

ck
 a

tte
nd

an
ce

In
te

rv
ie

w
in

g
K

G
:-

..

T
yp

in
g

S
tip

en
ds

B
oo

kk
ee

pi
ng

Ja
ni

to
r

C
al

ls
 to

 a
bs

en
t m

em
be

rs
 h

om
es

29
90

.2
6

72
.8

0
72

.8
0

72
,5

7
74

4.
45

10
00

 0
0

14
06

.7
4

47
0.

75
33

4.
82

C
O

S
T

 r
G

R
A

D
U

A
T

E

24
.7

1
.6

0
.6

0
.6

0
6.

15
8.

26
11

,6
3

3.
89

2.
77

T
ot

al
 A

dm
in

is
tr

at
iv

e 
C

os
ts

71
65

.1
9

59
,2

1

C
om

m
un

ity
 R

el
at

io
ns

33
69

.6
7

27
.8

5

D
ire

ct
 C

la
ss

 R
ou

,.-
 C

os
ts

S
up

er
vi

so
r 

co
un

se
lli

ng
49

3.
29

4.
G

8

T
ra

in
in

g 
st

af
f

34
,3

3.
95

28
.1

3

M
at

er
ia

l e
va

lu
at

io
n 

an
d 

w
rit

in
g

ne
vv

 m
at

er
ia

l
49

3.
79

4.
08

C
la

ss
 r

oo
m

 +
-m

e
S

ta
ff

1'
67

5.
40

96
.4

9
A

tte
nd

 tr
ai

ni
ng

 m
ee

tin
gs

15
76

,0
4

13
,0

3

T
es

tis
 q

49
3,

28
4,

08
G

ra
di

ng
 te

st
s

49
3.

29
4.

08
W

or
k 

ou
t s

ub
le

ct
 m

at
te

r 
fo

r 
gr

ou
ps

23
93

.5
0

19
.7

8
R

ep
or

t d
ay

s 
pr

og
re

ss
11

48
 0

/
9,

9
T

ak
e 

tr
ai

ne
es

 c
e 

in
te

rv
ie

w
s

26
3.

08
2,

17
H

om
e 

vi
si

ts
 to

 tr
ai

ne
es

26
2.

25
2.

16
C

al
ls

 to
 tr

ai
ne

es
 fo

r 
jo

b 
pl

ac
em

en
t

26
3.

08
2,

17
T

ot
,! 

C
lo

s.
, R

oo
m

 C
os

ts
22

95
8,

52
18

9.
74

G
ra

du
at

e 
Jo

b 
D

ev
el

op
m

en
t

C
al

ls
 to

 p
ro

sp
ec

tiv
e 

em
pl

oy
er

s
13

88
.0

4
11

.4
7

A
r'e

is
e 

lir
LI

,lu
at

es
 a

nd
 tr

ai
ne

es
 o

n 
em

pl
.

13
88

.0
4

11
.4

7

K
ee

n
on

17
3 

73
1 

43



C
om

m
un

ity
 R

`I
ilt

IO
D

S
33

69
.6

7
27

.8
5

D
ire

ct
 C

la
ss

 R
oo

m
 C

os
ts

S
up

er
vi

so
r 

co
un

se
lli

ng
49

3.
29

4.
08

T
ra

in
in

g 
st

af
f

34
03

.9
5

28
.1

3
M

at
er

ia
l e

va
lu

at
io

n 
an

d 
w

rit
in

g
ne

w
 m

at
er

ia
l

49
3.

29
1.

08
C

la
ss

 r
oo

m
 t,

m
e 

- 
S

ta
ff

1-
'6

75
.4

0
96

 4
9

A
tte

nd
 :r

ai
ni

ng
 m

ee
tin

gs
15

76
.0

4
13

.0
3

T
es

tin
g

49
3.

28
4.

08
G

ra
di

ng
 te

st
s

49
3.

29
4.

08
W

or
k 

C
if 

su
bj

ec
t m

at
te

r 
fo

r 
gr

ou
ps

23
93

.5
0

19
.7

8
R

ep
or

t d
ay

s 
pr

og
re

ss
11

48
.0

7
9.

49
T

ak
e 

tr
ai

ne
es

 o
n 

in
te

rv
ie

w
s

;6
3.

08
2.

17
H

om
e 

vi
si

ts
 to

 tr
ai

ne
es

2,
12

.2
5

2.
16

C
al

ls
 to

 tr
ai

ne
es

 fo
r 

jo
b 

p'
ac

em
en

t
26

3.
08

2.
17

T
ot

al
 C

la
ss

 R
oo

m
 C

os
ts

22
95

8.
52

18
9.

74

G
ra

du
at

e 
Jo

b 
D

ev
el

op
m

en
t

C
ab

s 
to

 p
ro

sp
ec

tiv
e 

em
pl

oy
er

s
13

88
.0

4
11

.4
7

A
dv

is
e 

gr
ad

ua
te

s 
an

d 
tr

ai
ne

es
 o

n 
em

pI
.

11
88

.0
4

11
.4

7
K

ee
p 

re
co

rd
s 

on
 jo

b 
pl

ac
em

en
t

17
3.

2:
1

1.
43

K
ee

p 
st

at
is

tic
s 

on
 jo

b 
pl

ac
em

en
t

1.
44

T
ra

ve
l t

o 
pr

os
pe

ct
iv

e 
em

pl
oy

er
s 

an
d

'ra
in

ee
s 

ho
m

es
10

41
.0

1
8.

60
M

ee
tin

g 
ro

r 
re

s,
,i:

s 
of

 jo
b 

ca
lls

.9
4 

02
5.

74
R

ep
or

ts
 o

n 
jo

b 
ca

lls
69

4.
02

5.
74

T
ot

al
 J

ob
 C

e%
al

op
m

en
t

55
52

.1
3

45
.8

9

G
ra

du
at

e 
F

ol
lo

w
-U

p

C
he

ck
 w

ith
 e

m
pl

oy
er

s 
re

 tr
ai

ni
ng

pr
og

ra
m

23
71

.3
0

19
.6

0
A

dv
is

e 
an

d 
he

Ip
 e

m
pl

oy
ee

s 
w

he
n

a 
!o

b 
pr

ob
le

m
 a

ris
es

 (
by

 p
ho

ne
an

d 
ho

m
e 

vi
si

ts
)

23
71

.3
1

19
.6

0
T

ot
al

 F
ol

lo
w

-U
p

47
2.

61
39

.2
0

T
O

T
A

L 
D

IR
E

C
T

 C
LA

S
S

 R
O

O
M

 C
O

S
T

S
43

?8
8.

12
36

1.
89



T
A

B
LE

 X
I

S
A

LA
R

Y
 B

R
E

A
K

D
O

W
N

 -
 F

E
B

R
U

A
R

Y
-A

P
R

IL
 1

96
9 

(n

C
O

S
T

 P
E

R
G

R
A

D
U

A
T

E

C
om

m
un

ity
 R

el
at

io
ns

A
dm

in
is

tr
at

iv
e

S
up

er
vi

si
on

B
oo

kk
ee

pi
ng

S
ec

re
ta

rie
s

ty
pi

ng
Ja

ni
to

r

51
04

2.
14

28
1.

46
16

2.
50

94
.1

9

S
 7

23
.5

5
S

6.
24

8.
98

2.
43

1.
40 .8
1

T
ot

al
 A

dm
in

is
tr

at
iv

e
15

80
.2

9
13

.6
2

P
re

pa
ra

tio
n 

of
 S

ta
ff

M
at

er
ia

l e
va

lu
at

io
n 

an
d

w
rit

in
g 

ne
w

 m
at

er
ia

l
54

93
.4

8
$4

.2
5

T
es

tin
g 

m
an

ua
ls

T
ra

in
in

g 
st

af
f

94
17

2
8.

12
S

ta
ff 

in
 tr

ai
ni

ng
27

2.
42

2.
35

T
ot

al
 P

re
pa

ra
tio

n 
of

 S
ta

ff
17

07
.6

2
74

.7
2

R
ec

ru
iti

ng
 (

C
yc

le
 II

I)

S
up

er
vi

si
on

52
3.

35
4.

51
A

pp
lic

at
io

ns
D

oo
r 

to
 d

oo
r

51
74

5.
49

15
.0

5
A

 t 
ce

nt
er

85
5.

63
7.

38
C

y 
ph

on
e

34
9.

57
3.

01

T
ot

al
 A

pp
lic

at
io

ns
29

50
.6

9
25

.4
4

F
ol

lo
w

-u
p

P
ho

ne
 c

he
ek

 a
pp

oi
nt

-
m

en
ts

13
5.

44
1.

17
In

te
rv

ie
w

s 
at

 c
en

te
r

30
7.

43
2.

65
In

te
rv

ie
w

s 
in

 fi
el

d
24

9.
18

2.
15

T
ot

al
 F

ol
lo

w
-u

p
69

2.
05

5.
97

T
es

tin
g 

an
d 

::L
is

s 
pr

ep
ar

at
io

ns
T

es
ts

 g
iv

en
61

0.
94

5.
27

G
ra

di
ng

 te
st

s
92

.3
7

79
W

rit
te

n 
re

po
rt

s
77

.3
5

.0
7

S
et

 u
p 

m
ed

ic
al

 e
xa

m
s

52
.4

7
.4

5
83

3.
13

7.
18

T
O

T
A

L 
R

E
C

R
U

IT
IN

G
 (

C
Y

C
LE

 1
)1

)
90

10
.6

8
77

 G
8



T
A

B
LE

 X
I

S
A

LA
R

Y
 B

R
E

A
K

D
O

W
N

 -
 F

E
B

R
U

A
R

Y
-A

P
R

IL
19

69
 (

2)

C
O

S
T

 P
E

R
G

en
er

al
 A

dm
in

is
tr

at
io

n
G

R
A

D
U

A
T

E
S

up
er

vi
si

on
S

22
13

.6
5

S
C

he
ck

 a
tte

nd
an

ce
12

3.
24

1.
06

In
te

rv
ie

w
in

g
12

3.
24

1.
06

K
B

K
12

2.
85

1.
05

T
yp

in
g

19
53

.0
3

16
.8

5
S

tip
en

ds
10

00
.0

0
8.

62
B

oo
kk

ee
pi

ng
70

4.
12

6.
07

Ja
ni

to
r

83
0.

74
7.

16
C

al
ls

 to
 a

bs
en

t m
em

be
rs

 h
om

es
27

2.
85

2.
36

T
ot

al
 A

dm
in

is
tr

at
io

n
57

34
- 

72
63

.3
0

C
om

m
un

ity
 R

el
at

io
ns

23
07

.2
2

19
.8

9

D
ire

ct
 C

la
ss

 R
oo

m
 C

os
ts

S
up

er
vi

so
r 

co
un

se
lli

ng
85

3.
64

7.
36

T
ra

in
in

g 
st

af
f

48
32

.2
2

41
.6

6
M

at
er

ia
l e

va
lu

at
io

n 
an

d
w

rit
in

g 
ne

w
 m

at
er

ia
l

50
6.

02
4.

36
S

ta
ff 

et
as

, r
oo

m
 ti

m
e

65
24

1_
3

56
.2

5
A

tte
nd

 tr
ai

ni
ng

 m
ee

tin
gs

30
0.

47
2.

59
T

es
tin

g
50

6.
02

4.
36

G
ra

di
ng

 te
st

s
50

6.
02

4.
36

W
or

ko
ut

 s
ub

je
ct

 m
at

te
r 

fo
r

gr
ou

ps
88

0.
17

7.
59

R
ep

or
t d

ay
s 

pr
og

re
ss

15
0.

47
1.

30
T

ak
_ 

tr
ai

ne
es

 o
n 

in
te

rv
ie

w
s

15
0.

00
1.

29
H

om
e 

vi
si

ts
 to

 tr
ai

ne
es

15
0.

47
1.

30
C

al
ls

 to
 tr

ai
ne

es
 fo

r 
ob

ol
ac

em
en

t
15

0.
00

1.
2:

4
G

o 
to

 c
ou

rt
 ,i

vi
th

 tr
ai

ne
es

15
0.

00
1.

29

T
ot

al
 g

la
ss

 R
oo

m
 C

os
ts

S
15

66
0.

00
13

5.
00

G
ra

du
at

e 
Jo

b 
D

ev
el

op
ni

en
t

C
al

ls
 to

 p
ro

sp
ec

tiv
e



D
ire

ct
 C

la
ss

 R
oo

m
 C

os
ts

S
up

er
vi

so
r 

co
un

se
l I

 in
g

8
7.

36
T

ra
in

in
g 

s:
iff

48
32

.2
2

.2
2

41
.6

6
M

at
er

ia
l e

vJ
ua

tio
n 

an
d

w
rit

in
g 

ne
w

 m
at

er
ia

l
50

6.
02

4.
36

S
ta

ff 
cl

as
s 

ro
om

 ti
m

e
65

24
.5

0
56

.2
5

A
tte

nd
 tr

ai
ni

ng
 m

ee
tin

gs
30

0.
47

2_
59

re
st

in
g

50
6.

02
'.3

6
G

ra
di

ng
 te

st
s

50
6.

02
4.

36
W

or
ko

ut
 s

ub
je

ct
 m

at
te

r 
fo

r
gr

ou
ps

88
0.

17
7.

59
R

ep
or

t d
ay

s 
pr

og
re

ss
15

0.
47

1.
30

T
ak

e 
tr

ai
ne

es
 o

n 
in

te
rv

ie
w

s
15

0.
00

1.
29

H
om

e 
vi

si
ts

 to
 tr

ai
ne

es
15

0_
47

1.
30

C
al

ls
 to

 tr
ai

ne
es

 fo
r 

jo
b

pl
ac

em
en

t
15

0
15

0.
00

1.
29

G
o 

to
 c

ou
rt

 w
ith

 tr
ai

ne
es

15
0.

00
1.

29

T
ot

al
 C

la
ss

 R
oo

m
 C

os
ts

S
75

66
0.

00
13

5.
00

G
ra

du
at

e 
Jo

b 
D

ev
el

op
m

en
t

C
al

ls
 ta

 p
ro

sp
ec

tiv
e

em
pl

oy
er

s
15

48
.3

5
13

.3
3

A
dv

is
e 

gr
ad

ua
te

s 
an

d 
tr

ai
ne

es
on

 e
m

pl
oy

m
en

t
15

48
.3

5
13

.3
3

K
ee

p 
re

co
rd

s 
on

 jo
b

pl
ac

em
en

t
10

3.
23

1.
67

K
ee

p 
st

at
is

tic
s 

on
 jo

b
pl

ac
em

en
t

19
3.

85
1.

68
T

ra
ve

l t
o 

pr
os

pe
ct

iv
e 

em
-

pl
oy

er
 a

nd
 tr

ai
ne

es
 h

om
es

11
61

.2
6

10
.0

2
M

ee
tin

g 
fo

r 
re

su
lts

 o
f

jo
b 

ca
lls

77
4.

17
6.

68
R

ep
or

t.;
 o

n 
jo

b 
ca

lls
77

4.
18

6.
68

T
ot

al
 J

ob
 D

ev
el

op
m

en
t

61
93

.3
9

53
.3

9

G
ra

du
at

e 
F

ol
lo

w
-u

p
C

he
ck

 w
ith

 e
m

pl
oy

er
s 

R
e:

tr
ai

ni
ng

 p
ro

gr
es

s
20

81
.5

6
17

 9
4

A
dv

is
e 

an
d 

he
lp

 e
m

pl
oy

ee
w

he
y,

 a
 jo

b 
pr

ob
le

m
 a

ris
es

(b
y 

ph
on

e 
or

 b
y 

a 
ho

m
e 

vi
si

t)
20

81
,5

7
17

.9
5

T
ot

al
 F

ol
lo

w
-u

p
41

63
.1

3
35

.8
9

T
O

T
A

L 
D

IR
E

C
T

C
LA

S
S

 R
O

O
M

 C
O

S
T

S
35

66
7 

46
30

7.
47



T
A

B
LE

 X
I

S
A

LA
R

Y
 B

R
E

A
K

D
O

W
N

F
E

B
R

U
A

R
Y

A
P

R
IL

 1
96

9 
(3

)

C
om

m
un

ity
 R

el
at

io
ns

A
dm

in
is

tr
at

iv
e

S
 1

03
3.

86

S
up

er
vi

si
on

S
 4

76
.7

4
B

oo
kk

ee
pi

ng
14

0.
83

S
ec

re
ta

rie
s 

- 
T

yp
in

g
52

1.
81

Ja
ni

to
r

16
6.

21

T
ot

al
 A

dm
in

is
tr

at
iv

e
13

05
.6

4

P
re

pa
ra

tio
n 

of
 S

ta
ff

M
at

er
ia

l E
va

lu
at

io
n 

&
N

ew
 M

at
er

ia
l

S
 6

07
.4

4
T

ra
in

in
g 

S
ta

ff
93

9.
51

S
ta

ff 
in

 T
ra

in
in

g
14

4.
54

T
ot

al
 P

re
pa

ra
tio

n
16

91
.4

9

R
ec

ru
iti

ng
 (

C
yc

le
 IV

)

S
up

er
vi

si
on

S
 8

09
.0

1

A
pp

lic
at

io
ns

D
oo

r 
to

 D
oo

r
S

 1
24

6.
26

A
t C

en
te

r
56

1.
97

B
y 

P
ho

ne
24

9.
95

T
ot

al
 A

pp
lic

at
io

ns
52

05
8.

18

F
ol

lo
w

 -
up

P
ho

ne
 C

he
ck

 a
pp

oi
nt

m
en

ts
S

14
0.

43
In

te
rv

ie
w

s 
at

 C
en

te
r

19
5.

80
In

te
rv

ie
w

s 
in

 fi
el

d
97

.3
3



T
ot

al
 A

dm
in

is
tr

at
iv

e

P
re

pa
ra

tio
n 

of
 S

ta
ff

M
at

er
ia

l E
va

lu
at

io
n 

&
N

ew
 M

at
er

ia
l

T
ra

in
in

g 
S

ta
ff

S
ta

ff 
in

 T
ra

in
in

g

T
ot

al
 P

re
pa

ra
tio

n

S
 6

07
.4

4
93

9.
51

14
4.

54

R
ec

ru
iti

ng
 (

C
yc

le
 IV

)

S
up

er
vi

si
on

S
 8

09
.0

1

A
pp

lic
at

io
ns

D
oo

r 
to

 D
oo

r
S

 1
24

6.
26

A
t C

en
te

r
56

1.
97

B
y 

P
ho

ne
24

9.
95

T
ot

al
 A

pp
lic

at
io

ns
52

05
8.

18

F
ol

lo
w

-u
p

P
ho

ne
 C

he
ck

 a
pp

oi
nt

m
en

ts
S

14
0.

43
In

te
rv

ie
w

s 
at

 C
en

te
r

19
5.

80
In

te
rv

ie
w

s 
in

 fi
el

d
97

.3
3

T
ot

al
 F

ol
lo

w
 -

up
S

 4
33

.5
6

T
es

tin
g 

an
u 

C
la

ss
 P

re
pa

ra
tio

n
T

es
ts

 g
iv

er
.

S
29

5.
32

G
ra

di
ng

 te
st

s
59

.6
5

W
rit

te
n 

re
po

rt
s

42
.0

0
S

et
 u

p 
M

ed
ic

al
 E

xa
m

s
30

.0
2

T
ot

al
 T

es
tin

g
S

 4
62

.9
9

T
ot

al
 R

ec
ru

iti
ng

T
O

T
A

L 
8A

LA
Y

 B
R

E
A

K
D

O
W

N
 C

Y
C

LE
 IV

 R
E

C
R

U
IT

IN
G

13
05

.6
4

16
91

.4
9

37
27

.7
4

S
 7

75
8.

73



T
A

B
LE

 X
II

E
N

R
O

LL
E

E
S

, G
R

A
D

U
A

T
E

S
, D

R
O

P
O

U
T

S

U
ne

m
pl

oy
ed

at
 S

ta
rt

C
yc

le
I

C
yc

le
II

C
yc

le
 II

I
T

ot
al

s
of

 T
ra

in
in

g

T
ot

al
 E

nr
ol

le
d

77
8

12
2

72
5

36
5

G
ra

du
at

ed
70

0
97

95
D

ro
pp

ed
 O

ut
78

25
30

%
 G

ra
du

at
ed

35
%

80
%

76
%

80
%

%
 D

ro
pp

ed
 O

ut
75

%
20

%
24

%
20

%

B
la

ck

T
ot

al
 E

nr
ol

le
d

58
51

58
76

7
G

ra
du

at
ed

49
39

45
D

ro
pp

ed
 O

ut
9

72
73

G
ra

du
at

ed
84

%
76

%
78

%
80

%
%

D
ro

pp
ed

 O
ut

76
`%

24
%

22
%

20
%

A
ng

lo

T
ot

al
 E

nr
ol

le
d

32
48

43
72

3
0.

G
ra

du
at

ed
28

38
32

=
D

ro
pp

ed
 O

ut
4

10
17

r 
\ .

7.
,

"i,
 G

ra
du

at
ed

88
%

79
%

74
%

87
%

%
 D

ro
pp

ed
 O

ut
72

%
27

%
26

%
13

%

M
ex

ic
an

-A
m

er
ic

an

T
ot

al
 E

nr
ol

le
d

28
23

24
75

G
ra

du
at

ed
23

20
78

D
ro

pp
ed

 O
ut

5
3

6
`.

, G
ra

du
at

ed
8:

-r
37

%
75

%
81

%
%

D
ro

pp
ed

 O
ut

I2
%

73
4

25
%

10
%

M
al

e

T
ot

al
 E

nr
ol

le
d

86
94

99
27

9
G

ra
du

at
ed

70
77

69
D

ro
pp

ed
 O

ut
76

23
30

''!
, G

ra
du

at
ed

87
%

76
%

70
75

%
%

 D
ro

op
ed

 O
ut

19
%

24
%

30
n

25
%

F
em

al
e

T
ot

al
 E

nr
ol

le
d

32
28

26
86

G
ra

du
at

ed
30

26
26

D
ro

pp
ed

 O
ut

2
2

G
ra

du
at

ed
94

%
93

9;
)

70
0%

95
%

r-
,,.



T
A

B
LE

 X
III

E
N

R
O

LL
E

 E
S

, G
R

A
D

U
A

T
E

S
 D

R
O

P
O

U
T

S

E
m

pl
oy

ed
 a

t
S

ta
rt

 o
f

T
ra

in
in

g
C

yc
lz

 1
C

yc
le

I
I

C
yc

le
 II

I
T

ot
al

s

T
ot

al
 E

nr
ol

le
d

32
31

36
99

G
ra

du
at

ed
23

24
21

68
D

ro
pp

ed
 O

ut
9

7
15

31
%

 G
ra

du
at

ed
72

%
77

%
58

%
69

%
%

 D
ro

pp
ed

 O
ut

28
%

23
%

42
%

31
%

B
la

ck

T
ot

al
 E

nr
ol

le
d

22
17

14
53

G
ra

du
at

ed
17

14
11

42
D

ro
pp

ed
 O

ut
3

3
11

%
 G

ra
du

at
ed

82
%

79
%

79
%

%
 D

ro
pp

ed
 O

ut
36

'T
,

18
%

21
%

21
%

A
ng

lo

T
ot

al
 E

nr
ol

le
d

5
4

10
19

G
ra

du
at

ed
2

0
6

8
D

ro
op

ed
 O

ut
3

4
4

li
%

 G
ra

du
at

ed
40

%
60

%
42

%
%

 D
ro

pp
ed

 o
ot

 O
ut

60
%

10
0%

40
%

58
%

M
ex

ic
an

-A
m

er
ic

,i,

T
ot

al
 E

nr
ol

le
d

5
10

12
27

G
ra

du
at

ed
4

10
4

18
D

ro
pp

ed
 O

ut
1

0
8

9
%

 G
ra

du
at

ed
80

%
10

0%
33

%
67

%
%

 D
ro

pp
ed

 O
ut

20
%

67
%

33
%

M
al

e

T
ot

al
 E

nr
ol

le
d

26
18

31
75

G
ra

du
at

ed
18

13
17

48
D

ro
pp

ed
 O

u
3

5
14

27
%

G
ra

du
at

ed
69

%
72

%
55

%
u4

%
D

rn
nn

ffi
 O

ut
31

"%
78

%
45

"
36

%



U
l t

ili
lh

at
A

l
D

ro
pp

ed
 O

ut
i 5

14 3
2

11

%
 G

ra
du

at
e(

'
64

%
82

%
79

%
79

%
%

 D
ro

pp
ed

 O
ut

36
%

18
%

21
%

21
%

A
rg

lo
T

ot
al

 E
nr

ol
le

d
5

4
10

19

G
ra

du
at

ed
2

0
6

8
D

ro
pp

ed
 O

ut
3

4
4

11

%
 G

ra
du

at
ed

40
%

60
%

42
%

%
 D

ro
pp

ed
 o

ut
 O

ut
60

%
10

0%
40

%
58

%

M
ex

ic
an

-A
m

er
ic

an

T
ot

al
 E

nr
ol

le
d

5
10

12
27

G
ra

du
at

ed
4

10
4

18
D

ro
pp

ed
 O

ut
1

0
8

9
"/

0 
G

ra
du

at
ed

80
%

10
0%

33
%

67
%

%
 D

ro
pp

ed
 O

ut
20

'
67

%
33

%

M
al

e

T
ot

al
 E

nr
ol

le
d

26
18

31
75

G
ra

du
at

ed
18

13
17

48
D

ro
pp

ed
 O

ut
8

5
14

27
X

, G
ra

du
at

ed
69

%
72

%
55

%
64

%
%

 D
ro

pp
ed

 O
ut

31
%

28
%

45
%

36
%

F
em

al
e

T
ot

al
 E

nr
ol

le
d

6
13

5
24

G
ra

du
at

ed
5

11
4

20
D

ro
pp

ed
 O

ut
1

2
4

%
 G

ra
du

at
ed

83
%

85
%

80
4

83
%

r;
,;,

 D
ro

pp
ed

 O
ut

17
%

15
%

20
%

17
%



T
ot

al
 C

on
tr

ac
te

d 
to

 T
ra

m
A

ct
ua

lly
 G

ra
du

at
ed

G
ra

du
at

ed

U
ne

m
pl

oy
ed

 a
t S

ta
rt

 o
f T

ra
in

in
g

C
on

tr
ac

te
d 

_o
 T

ra
in

A
ct

ua
lly

 G
ra

du
at

ed

G
ra

du
at

ed

T
A

B
LE

 X
IV

G
R

A
D

U
A

T
E

S

C
yc

le
 I

C
yc

le
 II

15
0

15
0

12
3

12
1

87
%

C
yc

le
 H

I
lo

rd
s

15
0

45
0

11
6

81
%

77
%

36
0

80
%

10
0

10
0

10
0

30
0

10
0

^7
95

29
2

10
0%

97
%

95
%

97
.3

%

E
m

pl
oy

ed
 a

t S
ta

rt
 o

f T
ra

in
in

g

C
on

tr
ac

te
d 

to
 T

ra
in

50
50

50
15

0
A

ct
ua

lly
 G

ra
du

at
ed

23
24

21
68

G
ra

du
at

ed

A
ve

ra
ge

 T
Ir

ne
 !

46
%

48
%

42
%

45
%

T
A

B
LE

 X
V

G
R

A
D

U
A

T
E

 W
O

R
K

 H
IS

T
O

R
Y

T
im

e 
W

or
ke

d 
on

 J
ob

 P
rio

r 
T

o 
E

nt
er

in
g 

P
ro

gr
am

N
um

be
r 

G
ra

du
at

es
U

ne
m

pl
oy

ed
 a

t S
ta

rt
 o

f T
ra

in
 in

g
%

 G
ra

du
at

es
o 

M
on

th
:,

C
yc

le
 I

C
yc

le
 II

C
yc

le
T

ot
al



G
ra

du
at

ed
46

%
48

%
42

%
45

%

T
A

B
LE

 X
V

G
R

A
D

U
A

T
E

 W
O

R
K

 H
IS

T
O

R
Y

T
im

e 
W

or
ke

d 
on

 J
ob

 P
rio

r 
T

o 
E

nt
er

in
g 

P
ro

gr
am

N
um

be
r 

G
ra

du
at

es
U

ne
m

pl
oy

ed
 a

t S
ta

rt
 o

f T
ra

in
in

g
%

 G
ra

du
at

es
A

ve
ra

ge
 T

im
e 

I n
 M

on
th

s
C

yc
le

 I
C

yc
le

 II
C

yc
le

 II
!

T
ot

al

N
o 

P
re

vi
ou

s 
E

xp
er

ie
nc

e
0

2
5

1.
7%

Le
ss

 T
ha

n 
1 

M
on

th
10

14
8

32
10

.9
%

1-
2 

M
on

th
s

24
28

32
84

28
.8

%

3-
4 

M
on

tl,
20

18
:2

50
17

.1
%

5-
6 

M
on

th
s

12
11

12
35

12
 %

7 
8 

,o
nt

h,
2

3
2

7
2.

4%

9-
1C

 M
on

th
s

4
4

2
10

3.
4%

11
-1

2 
M

on
th

<
2

1
4

1.
4%

M
.t.

,,e
 T

ha
n 

1 
Y

,.a
r

23
18

-'4
65

22
.3

%
T

O
T

A
LS

10
0

97
95

29
2

;0
0 

%



T
A

B
LE

 X
V

I

P
LA

C
E

M
E

N
T

 (
1)

U
ne

m
pl

oy
ed

 A
t

S
ta

rt
 o

f
T

ra
in

in
g

C
yc

le
C

y-
le

C
yc

le
 H

I
T

ot
al

s

T
w

at
 G

ra
du

at
es

P
la

ce
d

10
0

92
97

74
95

76
29

2
24

2

N
ot

 P
la

ce
r:

3
19

50

%
 P

la
ce

d
92

%
76

%
80

%
82

.9
%

%
 r

ot
 P

la
ce

d
8%

24
%

20
%

17
.1

%

B
la

ck

T
ot

al
 G

ra
du

at
es

49
39

43
13

1

P
la

ce
d

45
26

37
10

8

N
ot

 P
la

ce
d

4
13

6
23

%
P

la
ce

d
91

.8
%

66
.7

%
86

%
82

.4
%

%
 N

ot
 p

la
ce

d
8.

2%
23

.3
%

14
%

17
.6

%

A
n,

'0

T
ot

...
l G

ra
du

at
es

P
la

ce
d

N
ot

 P
la

ce
d

30
28 2

35
31

4

32
24

8

97
83 14

%
 p

la
ce

d
88

.6
%

76
%

85
.6

%

%
 N

ot
 a

" 
N

ot
 p

la
ce

d
6.

7%
11

.4
%

25
%

14
.4

%

M
ex

 ic
an

.A
m

er
ic

an

T
ot

al
 G

ra
du

at
es

21
23

20
64

P
la

ce
d

19
17

15
61

N
ot

 P
la

ce
d

2
6

5
13

%
 P

la
ce

d
N

ot
 P

la
ce

d
90

.5
9.

5%
74

%
26

%
75

' ,
25

%
79

.7
%

20
.3

%

M
al

e

T
ea

.1
1

G
ra

du
at

es
74

72
67

21
3



A
ng

lo

T
ot

al
 G

ra
du

at
es

30
35

32
97

P
la

ce
d

28
31

24
83

4
8

14

N
ot

 P
la

ce
d

2

%
 P

la
ce

d
93

.3
%

88
..L

%
75

%
85

.6
%

"'%
 N

ot
 a

%
 N

ot
 p

la
ce

d
63

%
11

.4
%

25
%

14
.4

%

M
ex

ic
an

-A
m

er
ic

an

T
ot

al
 G

ra
du

at
es

21
23

20
64

P
la

ce
d

19
17

15
51

N
ot

 P
la

ce
d

2
6

5
13

P
la

ce
d

90
 5

74
%

75
%

79
.7

%

%
N

ot
 P

la
ce

d
9.

5%
26

%
25

%
20

.3
%

M
al

e

T
ot

al
 G

ra
du

at
es

74
72

67
21

3

53
17

6

P
la

ce
d

69
54

N
ot

 P
la

ce
d

5
18

82
.6

%
14

37

0,
,, 

P
la

ce
d

93
.2

%
75

%
79

%
17

 .4
 %

,, 
N

ot
 P

la
ce

d
6 

8'
;,

25
%

21
%

°,

C
F

em
al

e
C

r
T

ot
al

 G
ra

du
at

es
26

25
28

79

P
la

ce
d

23
20

23
66

N
ot

 P
la

ce
d

3
5

5
13

°;
, P

la
ce

d
88

.5
%

80
%

82
%

33
.5

%

N
i N

ot
 P

la
ce

d
11

.5
%

20
%

18
%

16
.5

%

(1
)

In
cl

ud
es

 p
la

ce
m

en
t i

n 
jo

bs
 o

r
fu

rt
he

r 
tr

ai
ni

ng
.

A
ll 

pl
ac

em
en

t s
ta

tis
tic

s 
ar

e 
as

of
 4

13
0/

69
 a

nd
 d

o 
no

t
in

cl
ud

e

su
cc

es
sf

ul
 p

la
ce

m
en

ts
 b

et
w

ee
n

5,
'1

/6
9 

an
d 

12
/3

1/
69

. T
he

th
ird

cy
cl

e 
gr

ad
ua

te
cI

 o
n

4/
11

/6
9.



T
A
B
L
E
 
X
V
I
I

N
U
M
B
E
R
 
O
F
 
J
O
B
 
P
L
A
C
E
M
E
N
T
S

G
ra

du
at

es
 U

ne
m

pl
oy

ed
,

S
ta

rt
 o

f T
ra

in
in

g
T

ot
al

 N
um

be
r

of
 P

la
ce

m
en

ts
N

um
be

r 
of

 G
ra

du
at

es
 P

la
ce

d 
in

 J
ob

s
1 

T
im

e
2 

T
im

es
3 

T
im

es
4 

T
im

es
5 

T
im

es

C
yc

le
 I

92
14

4
54

28
7

2
1

C
yc

le
 I

I
74

95
54

19
1

0
0

C
y.

,: 
Ill

7
6

9
1

6
3

1
1

2
0

0

T
ot

al
s

24
2

3
3
0

17
1

58
10

2

T
A
B
L
E
 
X
V
I
I
I

P
L
A
C
E
M
E
N
T
 
D
E
T
A
.

U
ne

m
pl

oy
ed

 a
t

S
ta

rt
 o

f
T

ra
in

in
g

C
yc

le
 I

C
yc

le
 II

C
yc

le
 II

I
T

ot
al

s

T
ot

al
 P

la
ce

d
92

74
7
6

24
2

In
 J

ob
s

72
52

68
19

2

In
 T

ra
in

in
g

20
22

8
50

%
 J

ob
 P

la
ce

m
en

ts
78

%
70

%
88

%
79

%
%

 T
ra

in
in

g 
P

la
ce

m
en

ts
22

%
3
0
%

12
%

11
%

T
yp

e 
of

 T
ra

in
in

g
P

la
ce

m
en

ts
20

22
8

50

M
D
T
A

Jr
. C

ol
le

ge

11

8 4
7 1

3 0 0

18
5 7



T
ra

in
in

g
N

ry
,m

,
11

1_
 I

 ta
il

T
ot

al
 P

la
ce

d
92

74
76

24
2

In
 J

ob
s

72
52

68
13

2
In

 T
ra

in
in

g
20

22
8

50

%
 J

ob
 P

la
ce

m
en

ts
78

%
70

%
88

%
79

%
%

 T
ra

in
in

g 
P

la
ce

m
en

ts
22

%
30

%
12

%
11

%

T
yp

e 
of

 T
ra

in
in

g
P

la
ce

m
en

ts
20

22
8

50

M
D

T
A

8
7

3
18

Jr
. C

ol
le

ge
4

1
0

5

H
ea

vy
 E

qu
ip

m
en

t
4

3
0

re

W
ar

eh
ou

se
m

en
0

5
2

7

O
th

er
 (

1)
4

6
3

13

S
ta

tu
s 

of
 T

ra
in

in
g

P
la

ce
m

en
ts

20
22

8
50

G
ra

du
at

ed
3

8
1

12
Q

ui
t

12
10

4
26

C
ur

re
nt

ly
 E

nr
ol

le
d 

(2
)

5
4

3
12

(1
)

In
cl

ud
es

 r
et

ur
n 

to
 h

ig
h 

sc
ho

ol
. A

du
lt 

E
du

ca
tio

n,
 e

tc
.

(2
)

A
s 

of
1,

 1
96

9.



T
A

B
LE

 X
IX

JO
B

 R
E

T
E

N
T

IO
N

U
ne

m
pl

oy
ed

 a
t

S
:a

rr
 o

f
T

ra
in

in
g

C
yc

le
 I

C
yc

le
 II

C
yc

le
 II

I
T

ot
al

s

T
ot

al
 P

la
ce

d
92

74
76

24
2

H
ol

di
ng

 J
ob

s
57

42
60

15
9

Lo
si

ng
 J

ob
s

35
32

83
%

 H
ol

di
ng

 J
ob

s
62

%
56

.7
%

79
%

65
.7

%
`!

',.
 L

os
in

g 
Jo

bs
38

%
43

3%
21

%
34

.3
%

B
la

ck

T
ot

al
 P

la
ce

d
45

26
37

10
8

H
ol

di
ng

 J
ob

s
29

17
31

77
Lo

si
ng

 J
ob

s
16

9
6

31

v.
 H

ol
di

ng
 J

ob
s

64
%

65
%

84
%

71
%

%
 L

os
in

g 
Jo

bs
36

%
35

%
16

%
29

%

A
ng

lo

T
ot

al
 P

la
ce

d
28

31
24

83
H

ol
di

ng
 J

ob
s

16
18

18
52

Lo
si

ng
 J

ob
s

12
13

6
31

H
ol

di
ng

 J
ob

s
57

%
58

%
75

%
63

%
.6

 L
os

in
g 

Jo
bs

43
00

42
%

25
%

37
%

M
ex

ic
an

 A
m

er
ic

an

T
ot

al
 P

la
ce

d
19

17
15

51

H
ol

di
ng

 J
ob

s
12

7
11

30
Lo

si
ng

 J
ob

s
7

10
4

21



H
ol

di
ng

 J
ob

s
64

%
65

%
84

%
71

%
%

 L
os

in
g 

Jo
bs

36
%

35
%

16
%

29
%

A
ng

lo

T
ot

al
 P

la
ce

r'
28

31
24

83
H

ol
di

ng
 J

ob
s

16
18

18
52

Lo
si

ng
 J

ob
s

12
13

6
31

'.'
i, 

H
ol

di
ng

 J
ot

s
57

%
58

%
75

%
63

%
%

 L
os

in
g 

Jo
bs

43
",

42
%

25
%

37
%

M
ex

ic
an

 A
m

er
ic

an

T
ot

al
 P

la
ce

d
19

17
15

51
H

ol
di

ng
 J

ob
s

12
7

11
30

Lo
si

m
 J

ob
s

7
10

4
21

%
 H

ol
di

ng
 J

ob
s

63
%

41
%

73
%

59
%

%
 L

os
in

q 
Jo

bs
37

%
59

%
27

%
41

%

M
al

e

T
ot

al
 P

la
ce

d
69

54
53

17
6

H
ol

di
ng

 J
ob

s
41

28
40

10
9

Lo
si

ng
 J

ob
s

28
26

13
67

H
ol

di
ng

 J
ob

s
59

%
52

9
75

%
62

%
%

 L
os

in
g 

Jo
bs

41
%

48
`,

.°
26

",
38

%

F
em

al
e

T
ot

al
 P

la
ce

d
23

20
23

66
H

ol
di

ng
 J

ob
s

16
14

20
50

Lo
si

ng
 J

ob
s

7
6

3
16

',.
 H

ol
di

ng
 J

ob
s

70
%

70
%

87
%

76
%

%
 L

os
in

g 
Jo

bs
30

%
30

%
13

%
24

%



T
A

B
LE

 X
X

JO
B

 R
E

T
E

N
T

IO
N

N
o,

 o
f M

on
th

s 
in

 S
am

e 
Jo

b 
(.

)
T

ot
al

 N
o.

 in
 S

am
e 

Jo
b

6 
or

 m
or

e
5

4
3

2
1

C
yc

le
 I

32
3

6
4

6
6

57

C
yr

 1
e

2
6

11
7

8
8

42

C
yc

le
 II

I
0

0
5

9
21

25
60

T
ot

al
s

34
9

22
20

35
39

15
9

()
N

o.
 o

f m
on

th
s 

on
 jo

b 
de

cr
ea

se
s 

be
ca

us
e

gr
ad

ua
tio

n 
da

te
s 

ar
e 

m
or

e 
re

ce
nt

:

F
irs

t c
yc

le
 g

ra
du

at
ed

 o
n 

O
ct

ob
er

 4
, 1

96
8_

S
ec

on
d 

cy
cl

e 
gr

ad
ua

te
d 

on
 J

an
ua

ry
10

, 1
96

9.
T

hi
rd

 c
yc

le
 g

ra
du

at
ed

 o
n 

A
pr

il 
11

, 1
96

9.



T
A

B
LE

 X
X

I

JO
B

 L
O

S
S

E
S

F
or

 G
ra

du
at

es
U

ne
m

pl
oy

ed
 a

t
S

ta
rt

 o
f T

ra
in

in
g

C
yc

le
I

C
yc

le
I I

C
yc

le
I

I I
T

ot
al

s

N
o.

 o
f J

ob
 P

la
ce

m
en

ts
14

4
95

91
33

0
N

o.
 o

f J
ob

s 
H

el
d

57
42

60
15

9

N
o.

 o
f J

ob
 L

os
se

s
87

53
31

17
1

F
ire

s
26

19
11

56
Q

ui
ts

61
34

20
11

5

B
la

ck

N
o.

 o
f J

ob
 P

la
ce

m
en

ts
64

33
42

13
9

N
o.

 o
f J

ob
s 

H
el

d
29

17
31

77

N
o 

of
 J

ob
 L

os
se

s
35

16
62

A
ng

,o

N
o.

 o
f J

ob
 P

la
ce

m
en

ts
50

42
35

12
7

N
o.

 o
f J

ob
s 

H
el

d
16

1B
18

52

N
i;.

 o
f J

ob
 L

os
se

s
34

24
17

75

M
ex

ic
an

-A
m

er
ic

an

N
o.

 o
f J

ob
 P

la
ce

m
en

ts
30

20
14

64
N

o.
 o

f J
ob

s 
H

el
d

12
7

11
30

N
o.

 o
f J

ob
 L

os
se

s
18

13
3

34

M
al

e

N
o.

 o
f J

ob
 P

la
ce

m
en

ts
11

1
70

G
5

24
6

N
o.

 o
f J

ob
s 

H
el

(
41

28
40

10
9

N
o.

 o
f J

ob
 L

os
se

s
70

42
25

13
7

F
em

al
e

N
o

of
Jo

b 
P

la
ce

m
en

ts
3

25
84

N
o.

 o
f J

ob
s 

H
el

d
16

14
50

17
11

'7
!!



TABLE XXII

UPGRADING
Cycles No. of Graduates No. of Graduates No. of Graduates No. of Graduates Total Upgraded Total No Char

Employed Prior to Upgraded in Salary Changing to Better in Same Job With
Training or Position Jobs No Upgrading No. % No. %

Cycle I 23 4 10 9 14 61% 9 39%

Cycle II 24 2 7 15 9 37.5% 15 62.5'

Cycle III 21 2 5 14 7 33.3% 14 66.6'

Totals 68 8 22 38 30 44% 38 56%

115



T
A

B
LE

 X
X

III

U
P

G
R

A
D

IN
G

 D
E

T
A

IL
S

F
or

 Z
ra

dv
at

es
E

m
pl

oy
ed

 P
rio

r
T

o 
T

ra
in

in
g

C
yc

le
I

F
ro

m
T

o

W
ee

kl
y 

S
al

ar
ie

s
C

yc
le

 II
F

ro
m

T
o

C
yc

le
 II

I
F

ro
m

T
o

U
pg

r 
ad

ed
$1

30
.7

7
$1

41
.5

0
S

 9
9.

0o
51

08
.5

0
$1

77
.0

0
$2

00
.0

0
86

.8
0

99
.0

0
12

6.
92

14
4.

00
15

5.
00

16
7.

00
86

.8
0

9.
3.

00
10

3.
39

11
8,

00

C
ha

ng
ed

 J
ob

s
50

.0
0

93
.2

0
12

2.
40

12
7.

20
60

.0
0

66
.0

0
80

.0
0

92
.5

0
13

0.
00

14
0.

00
10

7.
60

99
.0

0
11

9.
80

11
8.

00
60

.0
0

10
0.

00
56

.0
0

70
.0

0
86

.5
4

12
0.

25
66

.0
0

'2
6,

80
11

8.
80

90
.0

0
11

2.
00

98
.0

0
12

5.
20

12
7.

00
10

3.
85

15
8 

40
11

0.
80

14
0.

00
60

.0
0

68
.0

0
10

9.
20

12
7.

60
11

3.
20

11
9.

8C
11

2.
00

11
6.

80
70

.0
0

10
7.

20
73

4.
80

72
7.

00

T
ot

al
 E

ar
ni

ng
s

B
ef

or
e 

T
ra

in
in

g
51

,3
92

.9
0

$9
02

.7
2

S
78

8.
25

T
ot

al
 E

ar
ni

ng
s

51
,6

04
.0

5
$1

,0
61

.6
0

$8
50

.4
0

A
fte

r 
T

ra
in

in
g

C
7"



T
A

B
LE

 X
X

 IV

JO
B

 P
LA

C
E

M
E

N
T

 B
Y

 IN
D

U
S

T
R

Y

IN
D

U
S

T
R

Y
C

Y
C

LE
B

LA
C

r.
W

H
IT

E
M

E
X

IC
A

N
A

M
E

R
IC

A
N

M
A

LE
F

E
M

A
LE

T
O

T
A

L 
T

R
A

IN
E

E
JO

B
 P

LA
C

E
M

E
N

T
S

(N
U

M
B

E
R

)

T
O

T
A

L 
T

R
A

IN
E

E
JO

B
 P

LA
C

E
M

E
N

T
S

(N
U

M
B

E
R

)

M
an

uf
ac

tu
rm

q
1

6
10

10
22

4
26

D
ur

ab
le

 G
oo

ds
I t

9
14

1
16

8
24

33
%

11
1

12
7

1
11

9
20

24
%

M
an

uf
ac

tu
r.

lq
1

15
3

7
23

2
25

20
%

N
O

r,
D

ur
ab

le
71

6
3

2
10

1
11

15
%

G
oo

ds
11

1
11

7
6

20
4

24
29

%

T
ra

ns
po

rt
at

io
n

1
4

3
6

1
7

6%
an

d 
P

ub
lic

11
3

1
3

7
7

10
%

U
til

iti
es

11
1

1
1

1
3

3
4%

W
ho

le
sa

le
1

13
15

2
18

12
30

24
%

R
et

ai
l T

ra
de

11
1

5
1

7
7

10
1X

)
11

1
2

5
2

8
1

C
11

%

F
in

an
ce

,
1

1
1

1
19

11
.

In
su

ra
nc

e,
11

1
2

2
3%

R
ea

l E
st

at
e

11
1

4
4

1
5%

S
er

vi
ce

s
1

8
12

3
15

8
23

19
%

11
6

8
5

C
10

19
26

%
11

1
8

6
2

12
4

if
19

%

G
D

ve
rn

m
en

t
1

3
1

3
6

1
7

6%
11

1
1

1
11

1
1

1
1%

C
on

tr
ac

t
C

on
s'

 _
^,

(o
rr

1 11

4 1
1

1
5

5
4%

11
1

2
2

2
3%

3
1

6
6

7%



C
r

T
A

B
LE

 X
X

V

JO
B

 P
LA

C
E

M
E

N
T

 B
Y

 O
C

C
U

P
A

T
IO

N

O
C

C
U

P
A

T
IO

N
 C

Y
C

L
B

W
M

-A
M

A
LE

F
E

M
A

LE
T

O
T

A
L 

T
R

A
IN

E
E

JO
B

 P
LA

C
E

M
E

N
T

(N
U

M
B

E
R

)

T
O

T
A

L 
T

R
A

IN
E

E
JO

B
 P

LA
C

E
M

E
N

T
(P

E
R

C
E

N
T

A
G

E
)

W
hi

te
 C

ol
la

r
1

1
1

1

P
ro

fe
ss

io
na

l a
nd

11
1

1
2

3%

T
ec

hn
ic

al
11

1
4

3
4

5%

M
an

ag
er

s,
1

O
ffi

ci
al

s 
an

d
11

P
ro

pr
ie

to
r-

.
11

1

C
le

ric
al

1
3

3
3

2%
W

or
ke

rs
11

2
5

1
2

6
8

11
%

11
1

1
1

1
1%

S
al

es
 W

or
ke

rs
1

11
5

2
7

11
18

15
%

11
1

1
2

2
3%

11
1

1
1

1%

B
lu

e 
C

oi
ar

'
1

1
1

13
/4

C
ra

fts
m

an
11

1
1

1

an
d 

F
or

em
an

11
1

O
pe

ra
tiv

es
1

5
6

4
13

2
15

12
%

11
6

7
9

4
13

18
%

11
1

12
9

1
14

8
27

27
%

N
on

 F
ar

m
1

22
13

14
45

4
49

39
%

La
bo

re
rs

11
14

16
7

33
4

37
51

%
11

1
17

13
9

36
3

39
47

%

S
er

vi
ce

 W
or

ke
rs

1
10

21
6

30
7

37
29

%
11

3
3

4
3

7
10

11
1

6
7

3
11

5
16

19
%

F
ar

m
 W

or
ke

rs
1 11 11

1



T
A

B
LE

 X
X

V
I

JO
B

 P
LA

C
E

M
E

N
T

 B
Y

 W
A

G
E

S

T
O

T
A

L 
T

R
A

IN
E

E
T

O
T

A
L 

T
R

A
IN

E
E

S
A

LA
R

Y
C

Y
C

LE
B

W
M

.A
M

A
LE

F
E

M
A

LE
JO

B
 P

LA
C

E
M

E
N

T
S

JC
B

 P
LA

C
E

M
E

N
T

S
(N

U
M

B
E

R
)

(F
E

nC
E

N
T

A
G

L)

U
nd

er
1

1
2

3
3

3%
$1

.6
5/

hr
11

3
3

2
3

5
8

11
%

11
1

S
1.

65
 to

2.
00

/h
r

1
19

18
8

29
16

45
36

%
11

1
4

4
5

4
9

12
%

11
1

13
10

2
12

13
25

30
%

52
.0

1 
to

1
1

4
3

2
5

4%
2.

25
/h

r
11

2
3

1
3

3
6

8%
11

1
1

1
1

1
2

3%

$2
.2

6 
to

1
4

3
3

6
4

10
8%

2.
50

/h
r

11
1

2
3

3
4%

11
1

3
2

1
6

6
7%

1.
$2

.5
1 

to
1

1
2

2
4

1
5

4%
1

2.
75

/h
r

11
3

6
1

10
10

14
%

C
.:

11
1

4
2

2
7

1
8

10
%

$2
.7

6 
to

1
12

5
5

21
1

22
18

%
3.

00
/h

r
11

9
7

3
16

3
19

26
%

11
1

9
5

4
17

1
18

22
%

$3
.0

1 
to

1
9

6
6

17
4

21
17

%
3.

25
/h

r
11

8
8

1
11

6
17

24
%

11
1

5
4

1
5

5
10

12
%

$3
.2

6 
to

1
2

1
3

3
2%

3,
50

/h
r

11 11
1

3
2

2
7

7
9%

$3
.5

1 
to

1
3

2
5

5
4%

3.
75

/h
r

11
1

1
1

1%

11
1

1
1

1

53
.7

6 
to

1
1

1%

4.
00

/h
r

11 11
1

O
ve

r
4

4
4

3%
S

4.
00

/h
r

1 
1

1 
1 

1
1

5
6

6
7%



Under
51.65

51.65
$2.00

1 9

S2.01
S2 2r.

52.26
52.50

52,51
52.75

TABLE XXVII

JOB PLACEMENT BY WAGES

CYCLE I



TABLE XXVII

JOB PLACEMENT BY WAGES

CYCLE I

§E§g

Black

Anglo

MexicanAmerican

52.26 S2.51 S2.76 S3.01 53.26 $3.51 $3.76 Oval

52.50 52.75 S3.00 53.25 S3.50 $3.75 54.00 S4.0

121



1 22

52.01
S2.25

52.26
S2.50

TABLE XXVIf I

JOB PLACEMENT BY WAGES

CYCLE II

S2.51
52.75

52.76
$3.00

53.01
S3.25 5:



TABLE XXVIII

JOB PLACEMENT BY WAGES

CYCLE II

1//
IfM8i

Black

Anglo

Mexican-American

S2.26 $251 $2.76 $3.01 $3.26 $3.51 $3.76 Over

S2.50 $2 75 53.00 S.3.25 $3 50 53.75 $4.00 $4.00
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Under S1.65
S1.65 S2.00

12 4

$2.01
$2.25

$2.26
$2.50

TABLE XXIX

JOB PLACEMENT BY W 4GES

CYCLE III

$2.51
$2.75

$2.76
$3.00

$3.01
$3.25



TABLE XXIX

JOB PLACEMENT BY WAGES

CYCLE HI

ISM Black

17:q Anglo

Mexican-American

'.26 S2.51 S2.76 $3.01 $3.26 $3.51 $3.76 Over
'.50 $2.75 $3.00 $3.25 S3.50 $3.73 $4.00 $4.00



NO. GRADUATES
IMPROVING

CYCLE I

Verbal Numeric

TABLE XXX

EDUCATIONAL IMPROVEMENT Ill

CYCLE III

Verbal Numeric

LESS THAN i GRADE LEVEL 35 23 41 28

1-1.9 GRADE LEVELS 28 25 36 36

2-2.9 GRADE LEVELS 8 20 7 17

3-3.9 GRADE LEVELS 3 33 3 6

44.9 GRADE LEVELS 0 2 2 1

5 AND OVER 0 1 0 1

NOT TESTED 40 4P 32 32

(1) Stanford ;-chievement Tests, Intermediate II, Partial
Battery. Forms 1,V, X and Y.



TABLE XXX

EDUCATIONAL IMPROVEMENT 111

CYCLE III

Verbal Numeric

CYCLE 111

VPrhal Numeric

ALL CYCLES

Verbal Numeric

CY

41 28 38 29 114 80

36 3G 29 22 93 83

7 17 21 15 3G 52

3 6 1 10 7 19

2 1 0 3 2 6

0 1 0 0 0

32 32 27 27 103 103

1,27



TABLE XXXI

STANFORD
ACHIEVEMENT TEST (1)

WORD MEANING

EDUCATIONAL IMPRDVEMENT

AVERAGE PRE ENROLLMENT AVERAGE POST ENROLLMEr
GRADE LEVEL GRADE LEVEL

GRADE LEVEL
CYCLE 1 CYCLE 2 CYCLE 3 CYCLE 1 CYCLE 2 CYCLE 3

WORD MEANING 6.8 6.9 6.5 7.4 8.1 8.3

PARAGRAPH
MEANING 6.2 6.6 6.2 7.1 7.9 7.2

ARITHMETIC
COMPUTATION 5.6 5.8 5.9 7.0 7.4 7.4

ARITHMETIC
APPLICATIONS 6.7 73 7.0 7.2 E.4 8.6

AVERAGE ALL
SCORES 6.3 6.7 6.4 7.2 8.0 7.9

(1) Stanford Achievement Tests, Intermediate II, Partial Battey Forms W, X and Y.



TABLE XXXI

EDUCATIONAL IMPROVEMENT

AVERAGE PRE-ENROLLMENT AVERAGE POSTENROLLMENT
GRADE LEVEL GRADE LEVEL

GRADE LEVEL

AVERAGE CHANGE IN
GRADE LEVEL

CYCLE 1 CYCLE 2 CYCLE 3 CYCLE 1 CYCLE 2 CYCLE 3 CYCLE 1 CYCLE 2 CYCLE 3

6.8 6.9 6.5 7.4 8.1 8.3 .6 1.2 1.8

6.2 6.6 6.2 7.1 7.9 7.2 .9 1 3 1.0

5.6 5.8 5.9 7.0 7.4 7.4 1.4 1.6 1.5

6.7 73 7.0 7.2 8.4 8.6 .5 1.1 1.6

6.3 6.7 6.4 7.2 8.0 7.9 .9 1.3 1.3

qtermediate II, Partial Battery, Forms W, X and Y.

2 9



Lewis Alvernon
George Anderson
Balbara Arnold
Larry Daniell
Charles Bell
Annette Blanton
Jack firegman
Norman Brown
Sharon Butler
Henry Collins
Jill Diskan
Marty Duh ler

Richard Evans
Judith Fenste es
Audrey I'lerniqs
Theresa Garduno
Nlorris Grant
Richard Grossm...1
Charles Guy
Cynthia Bill
Timothy I logen
Evelyn 1linviker
Matt Jackson
Oristine Jones

APPENDIX

Uniled Slates R&D Corp. Pcrsoanc
Respor,sible jos- IMC Success

First Year

Vis iail Jones
Dona Krul
Janet I ace
Adoree
Carolyn Laster
Joss': Lea
liary LCrble
Pamela Levy
Magda lc Ili Lk' pe/

.Nladrid
Di Ana NliDort2ld
II21c,1

AXSMITH,William

BAILEY, C. James

INDUSTRIAL ADVISORY BOARD

Personnel Manager 757.0550
Crown Zelterbach Corp.
Antioch

Assistant Vice President 273 5727
Bank of America
Oakland

EHLES,W

FANCEY, I

BASS, Don. Personnel Manager
duPont DeNemours E.I. & Co.

FLYNN, Cl

Antioch

BATCHELOR, Re), C Manager
Calif. State Employment Dept. GREENE, J
Pittsburg

CARLSON, E.A. Chief of Police 757 2222
City of Antioch
Antioch

HARDING,

CHRISTENSEN, John 11. Principal 433 9124
Evening High School
Pittsburg

CURRY, Lloyd D. Assistant Director 228 3000 KI-SSAR1S

Neighborhood Youth Comas X391
P'-,asant Hill

1 r.)



APPENDIX
inowommmi

United Stales R&D ('ori). Personnel
Responsible l'or IMC Success

First Year
=11===M11=

1 vans Vivian Jones
ensterer Dona Krill

I leinings Janet Lane
Gardur ll MO re C Larsen
rant Carolyn Laster
Grossman JL)sse Lea
;uy. Harry Levine
Illy. Pamela Levy
llogen Magd ACIla LOpil

11.,iiiiker Victor Slad rid
Hun Diana McDonold
1(111CS I fele') McFarland

Manager

Aerbach Corp.

Vice President
\ merica

INDUSTRIAL ADVISORY BOARD

I Manager
)eNemours E.I. & Co

to Employment Dept

'olive
ritinch

sigh School

Bernice AlcNJmara
Walt cr Moon
Ronald Oler
Carol Pack
Cliff Rasmussen
Nancy Ratliff
Savannah Richardson
Ruby Rubinson
Diana Robles
I hercSa Robles

Delphic IZi4vlaird
Janet Smithline
Syd Smithline

Adeline Taro) a
Delbert Taliafero
Nancy I i5br:Is

Lonnie \l'ard
V, J. Vhippl:
Sam
Alfred Wri;th t

7570550 EVILER, W.P. Personnel Supervisor 458 3222
Shell Chemical Co.
Pittsburg

273-5727

757.2222

439 912e

Dire :or 228 3000
nood Youtri Corps X 391
till

FANCEY, Leo S. City Manager 7573333
city of Antiodri
Antioch

FLYNN, Clarence Chief of Police 432 6464
City of Pdistmg
Pittsburg

GREENE, John 8. Housing Authority 432 3523
of Contra Costa Coontry
Pittsburg

flARDING, Jack Director of Personnel 757 4000
F fibreboard Corporation
Antioch

KESS ARrS, Eh Jucrth District Supervisor 439 8282
Social Services Department
Pittsburg
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Mr, George Anderson, Director
Industrial Manpower Center
625 W. Fourth Street
Antioch, California 94509

Dear George:

This is a follow up to my earlier discussion with you and
Department of labor representatives on September 4.

As i indicated at that time, I sincerely believe that the
location of your center here in Antioch serves the purpose
of exposinv different racial groups of our society to ea h
other, It is evident Antioch is primarily comprised of all
white people and your center assists in our people coming
into contact with minority groups, primarily blacks. This
useful purpose is separate from the useful training that is
carried on within the center,

initially there were some misgivings about the reaction of
our citizens to the center's location, but I think that has
brier, answered. I do hope that the :eider will continue to
function and be located here in Antioch,

Very truly yours,

LEO S. FANCEY
City Manager

LSF



INDUSTRIAL MANPOWER CENTER

PITTSBURG, CALIFORNIA

The Pittsburg Industrial Manpower Center is a national demonstration project
of pre-vocational job training, sponsored by the United States Department of
Labor and administered by the United States Research and Development
Corporation of New York City.

United States R & D Corporation is a management firm which specializes in
designing and conducting programs in the public sector, bridging the gap
between government and private industry.

The purpose of the Pittsburg Industrial Manpower Center is to prepare
unemployed hardcore poor for full time, stable employment is industry and
emnloyed persons for on-the-job advancement. The curriculum is designed to
upgrade trainees in Basic Education and to build good work attitudes through
small group discussions in Human Resource Development.

Tha Basic Education program uses the MIND (Methods of Intellectual
Development) system. It is conducted with the use of individual tape recorders
and a series of pre-recorded tapes which are supplemented by basic workbooks.

Classes in mathematics, reading, vocabulary and writing skills are held four
hours per day, five days per week for unemployed people and two hours per
night for people who are working While a monitor is always present in the
classroom, she is not a traditional teacher. Trainees work as a group, teaching
themselves and each other, each moving at his own pace which quickly gains
momentum as the group develops. The atmosphere in the classroom is relaxed
and informal, eliminating feelings of fear and competition usually present in
traditional school situations.

The Human Resource Development program, meeting for two hours per clay,
consists of a series of small group discussions conducted by a Group Leader, The
curriculum is designed to equip trainees with those skills necessary to seek, gain
and maintain a job. Topics include communication skills; employer employee
relations- consumer education; medical self-help, and money management,

Video b..pe and other induslrial training techniques are frequently used in
teaching communication skills, fob interviewing and sersonal demeanor. Trainees
visit local plants, and employn ers visit the Center to discuss work relationships
from the management point of view.

In all aspects of the program, trainees are encouraged to examine their own
ideas, feelings and attitudes, thereby learning skills which they can use in the
future to resolve problems more effectively.

At the end of the ten week training period, the graduate who was
unemployed is prepared for an entry level iob in industry. The underemployed
graduate is now equipped to enter the lines of progression within his plant. The
Center assists the unemployed graduate in 4 ding a job and niainta is a

counseling relationship with all graduates for at least Sr months.
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DON'T READ 1111S...

Unless you want a job or want to move into a better job.
The trainees of the first graduating class of the Industrial

Manpower Center are now seeking employment and getting jobs!
Why? Because the IMC prepares its trainees for jobs by teaching

how to get jobs; how to fill out job applications; how to go through a
job interview; and by teaching how to keep a job.

I MC trainees also increase their math, spelling, reading and
vocabulary knowledge.

IMC trainees learn 6ow to get the most for their money how to
use credit wisely, how to follow a budget, how to find a good buy,
plus other things that are useful and save you money.

If interested, sign up now for the next class which begins October
28th, 1968.

Call 754-0205

Visit the

Industrial Manpower Center
I 011.1

0:

CONC'ERJED SERVIC!IS
1., 9451,5

1 34
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Alf 1 QUA LITIED

EDUCATION & JOBS =

SSS

DO YOU WANT A JOB?

DO YOU WANT TO ADVANCE IN YOUR JOB?

Then the Pittsburg Indu.trial Manpower Center can help yon.

Unemployed and employed parsons can apply for training.

wirir wat I t FARA. In ten Weeks you will learn:

Everyday math and tending skills

flow to get a job

How to keep a job

How to manage money

--How to sell your talents to an employer

WIIIIRE TO :1117.).

1$111;V

Qt IA110\.5

Pittsburg industrial 1limpower Center at Concerted Serliceti
Project. Columbia Circle in Pittsburg.

Apply NOW between 9:00 a.m. and 9:00 p.m.. Mon, ihroftgh Fri.
and (ruin 9:00 a.m. to 5:00 p.m,. Sat.

Come to the Industrial Manponcr Center or telephone 439- 1051
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SECTION X XVII

MultiOliCation s anothei sersi4-,n of addeion

Here we are adeng a number to itself many t.mesokrec.

3+3+3+3-3x4

You will notice that a is used to indicate a mull pl cation (the x i5 a +
turned sideways)

The sl?terriell

3x4

means three. lour limos

It is inconvenie41 however. to do multplicatimis by addng up 10'9
columns of numbers S-ut pose, for instance. you wanted 10 find out
how much your yearly pay 45 It you make S72 a week, you ger the.
answer by adding up a column *-,15 Ifly.twC $72 s +r, rt But what a lot
of work' The fght hand Side 01 Iris page, sho0,5 what this would
look 14ke

What we are gong to tear., are cedar rues of mulIVct,nr, that wrl
save much labor

572
572
572
572
572
5,2
57i

5'2
57e
572

2
5'2
577
577
5,2

$,2
572
5,2
5":
$7
5'2
S2

1'2
172
5-i
5.72
5'2
5'2
5'2
572
572
52

5.2

S 2

$'2
5-1
5'2

5'2
Si2

2

We are igoing to do d the long way first just so we can see what is
really happening U Jtiply (hirleen by five

13

Thirteen 4 io,it Set of le" plus three let 0,er. S,) wOwoMIW"'..

10 :-3

Now we add together tine of these Thirteen Ilse tom. is

s is

10+ 3
10+ 3
10+ 3
10+ 3
10+ 3
50+15

50
+15

PRGOLIS,T1 65

136



The answer is 13 a 5= c5 The answer to a muttiplicatIon is caned
PRODUCT.

Notice that the 1 in 15 carried over into the lens coloinn Now we 3rn
going lo do this same example the short way

L^

Frrsl Step

Second Step

Carry over the

One. the. t.,C..;
IS tIVil

los cne carrier"
over
1,1.4es six

Pr odoc1

1i
13, F,ire ee times is

X Put the 5 in the anso.er

5

13
x 5

65

Compare this with the on melt d



5

Another example

21
x 7

Twenty-one ,s 2 sets nt ten pus one, or

Add up seven of these

and

20 + 1

20 + 1
70 + 1
20+ 1
20+ 1
20 + 1
20 + 1
20+ 1

140+ 7

140
+ 7

Product 147

Doing this the short way

first Seep
WI, nolh,ng
tOcrry

Second Step

Two se.en Imes
mioteleen
Nc,ihng to cd"y

lOurleen

149

o

21 se. en 1,e5
x 7 IS Se

7

.0
21

x 7

147



7

Do the lottowng mu'bpitcattons Show all your work neatly. Exampre

(1)12x5=
(2)22 x 5 =
(3) le x 3 -
(4)7 x 15 =
(5)3 x 25 =

+2
14

x 7

1.03

Show me number
you berry Over

R

Answers:

(1) 12

x 5 /Carry over 1)

60

12) 22
x 5

110

(Carry over

(3) 18

x 3 (Carry over 2)

54

(4) 15

x 7 (Carry ever 2)

105

(5) 25
a_3 (Carry ever I)

75

141


